ABSTRACT
A STUDY OF THE SIGNIFICANT INDICATORS OF SPIRITUAL AND
EMOTIONAL RESPONSES OF AFRICAN-AMERICAN CONGREGATIONS TO
THE TRANSITION OF THE FOUNDING OR LONG-TERM SENIOR PASTOR
by
Cynthia Hinson Graham
Pastors serve in a unique capacity. They are often instrumental in church as well
as in community growth and development. In addition to being visionary spiritual leaders
to the church, they also serve as community advocates, activists, and supporters. Most
pastors engender love and respect from their congregations through committed service in
preaching and teaching the Word, while leading and caring for the people. For many
African-American pastors, the founding of a church or long years of service in one
church reflects the pastors’ faithful response to their calling and commitment to ministry.
When the relationship between the pastor and the congregation is good, the hope
of the congregation is that the pastor never leaves from serving the church. The reality of
the Scripture and life reveals that serving a church forever is not possible. Transition is an
inevitable phenomenon. Although the death of the pastor is a particularly traumatic
experience for a congregation, it is not the only or foremost reason for transition in
pastoral leadership. Pastors transition for personal, professional, familial, or vocational
reasons. Sometimes their moves are by mutual agreement between the pastor and
congregation; other times adverse circumstances are the cause. No matter the reason, the
transition happens to the pastor and to the congregation. During the transition process, the
pastor as well as the members suffer loss and experience grief. Because of the significant

role the pastor fills, the loss creates a great void in the life of the church and in the hearts
of the people.
Since the leadership in many African-American churches is the responsibility of
one pastor, when the transition occurs in an independent African-American church
having a founding or long-term pastor, the problem of leadership succession is even more
complex. When the church (1) is independent having no denominational connections, (2)
has no written policy for succession, or (3) has no plan to guide the church members
through the transition process of self-care and securing a new pastor, chaos often results.
Therefore, when the inevitable need for transition in leadership arises, the church
members are often unprepared for the transition process. They may be unprepared to
attend to their personal feelings of grief or unprepared to navigate the continuing
organizational governance and well-being of the church. In order to assist churches in
making transitions that are minimally problematic or traumatic for the congregation as
well as the pastor, this study incorporated identification of problem-solving skills and
decision-making orientations that congregants use in crisis interventions and as change
strategies. Because congregational preparation for the change and ensuing transition is
imperative, the primary focus of this pre-intervention study identifies the significant
indicators of emotional and spiritual responses that members of independent AfricanAmerican churches in Central Florida experience during the transitional process of
founding or long-term pastoral leadership.
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CHAPTER 1
PROBLEM
During a first Sunday evening service in 1958, the Reverend T. C. Collier, pastor
of the Shiloh Baptist Church in Orlando, Florida, suffered a stroke as he concluded the
Communion service. He had served this congregation for thirty years. That night was the
last contact many members had with him. He never returned to church. The congregation
anticipated his return every Sunday. Six years passed before the church called a new
pastor. Although I was a child and more than forty years have passed since then, the
experience of wondering what happened, asking when Pastor Collier would return, and
the memory of being sad that my pastor never came back are indelible in my mind. The
church never came together as a family to talk about what happened or how they felt.
On Saturday 7 January 2006, the senior pastor and his wife, co-founders of the
New Covenant Baptist Church of Orlando, where I now serve and have membership,
organized a meeting for members of the ministry who were between the ages of eighteen
and forty. In his opening remarks of this young adult forum, the pastor stated one of the
reasons he called the young adults together was to reiterate the vision of the ministry and
to challenge them to take their rightful place of responsibility for the future progress of
New Covenant Church. Then, the pastor announced that he and his wife, who served as
the church administrator, were retiring in six years. He told the young adults that where
the church went from this point was really in their hands.
Imagine how shocked and dismayed those of us who were either pastoral staff or
ministry leaders felt upon hearing the first public announcement of his impending
retirement date. During the first three years after the initial announcement, the pastor
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made additional announcements to the congregation at large, the leadership team, and
other ministry groups. However, the pastor established no specific means for the church
family to come together and process their reactions or responses to the impending
transition.
Introduction
Although the two scenarios occurred forty years apart, I experienced similar
feelings in response to both transitional events. The unexpected change blindsided me.
The way in which the pastor handled the more recent transitional event was a possible
indication that churches in the twenty-first century still neglect to attend appropriately to
issues of change, transition, or loss of pastoral leadership. The termination or
incapacitation of the senior pastor is a phenomenon that eventually confronts all churches
(Davis 1). Since the leadership in many African-American churches is the responsibility
of one senior pastor, when a transitional event in pastoral leadership occurs, the
congregation often flounders. Having a founding or long-term pastor of an independent
African-American church often exacerbates the problem because no denominational
support is available.
Purpose
In order to understand how congregations responded emotionally and spiritually
to the transition or loss of a founding or long-term senior pastor, the purpose of this ninemonth phenomenological study was to identify how selected members of independent
African-American churches in Central Florida responded emotionally and spiritually to
the loss or impending transition of a founding or long-term senior pastor.
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Research Questions
Informing a congregation that a pastoral transition is pending or that a pastoral
transition has happened was not enough. In addition to experiencing a sense of loss after
hearing of the impending transition or the actual transition of their founding or long-term
senior pastor, members also may have experienced emotional trauma, felt powerless, or
had no knowledge or direction for what should have been their course of action or how
they should have responded. The looming questions usually focused on the replacement
of the exiting pastor. However, equally pertinent issues were the emotional and spiritual
needs of the congregation that the pastoral transition created. The design of this research
was a study that identified the spiritual and emotional reactions of the congregation to the
transition of their founding or long-term senior pastor based on four research questions.
Research Question #1
What were the spiritual and emotional responses of members of AfricanAmerican churches having founding or long-term pastors during pastoral transition?
Research Question #2
In what ways were the members of African-American churches with founding or
long-term pastors able to express their spiritual and emotional responses to pastoral
transitions?
Research Question #3
What were the most frequently expressed emotional and spiritual attitudes and
responses of members of African-American churches with founding or long-term pastors
during pastoral transition?
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Research Question #4
Which selective church practices engaged before or after the pastoral transition
led to successful or unsuccessful transition for the members of the congregation?
Definition of Terms
Effective communication has a causal effect on increased understanding, which
stems from people using language in the same way. Therefore, the following definitions
created a common language base and clear understanding of the unique usage of terms in
this study. The terms also clarified the congregants’ perception of their responses to their
pastoral leadership transition experiences. Additionally, the purpose of the definitions
was to assist the participants to respond appropriately as they completed the surveys and
in articulating their responses as they participated in the focus groups.
Founding Senior Pastoral Leader
Founding senior pastoral leader referred to the pastor who started the church and
had continued responsibility for its spiritual well-being and overall leadership.
Long-Term Pastor
A long-term pastor was one who provided congregational leadership for twelve or
more years.
Independent African-American Churches
Independent African-American churches, also Independent Black churches, were
churches that adhered to the tenets of religious faith in regards to worship, baptism, and
individual freedom, developing their own policies of church polity. They voluntarily
associated or connected with other religious bodies but were usually not a part of the
seven major historic black denominations. Those denominational churches include the
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African Methodist Episcopal (AME) Church, the African Methodist Episcopal Zion
(AMEZ) Church, the Christian Methodist Episcopal (CME) Church, the National Baptist
Convention, USA, Incorporated (NBC), the National Baptist Convention of America,
Unincorporated (NBCA), the Progressive National Baptist Convention (PNBC), and the
Church of God in Christ (COGIC); (Lincoln and Mamiya 1).
Emotional Responses
Emotional responses were the words and ways members of the congregation used
to identify, internalize, think about, or express their positive, negative, ambivalent, or
neutral feelings. Examples of emotional responses include joy, fear, confusion, anger,
happiness, mixed feelings, sadness, and regret.
Spiritual Responses
Spiritual responses were the practices in which members of the congregation
engaged that reflected their belief or faith in God and reliance on him as a source of
direction and assistance, utilizing biblical or scriptural resources. Examples of spiritual
responses include reading the Bible, praying, meditating, and seeking counseling or
consultation with spiritual leaders or friends.
Transition
Transition referred to the specific event that initiated the leaving or loss of the
senior pastor or long-term pastor from pastoral leadership responsibilities and the role of
pastoring a church. Transition was also the process and period during which the church
underwent a change in the person, presence, or ability of the founding senior or long-term
pastor to lead the congregation. Additionally, transition also included the psychological,
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emotional, educational, and spiritual processes a congregation experienced voluntarily or
involuntarily because of the transition of the senior or long-term pastor.
Ministry Exploration
This study described the significant indicators of members’ emotional and
spiritual responses that they experienced because of the transition of the founding senior
pastor or long-term pastor from the leadership of an independent African-American
church. This exploration of ministry practices took place over nine months, January 2010
through September 2010. For the first part of the ministry exploration, a multigenerational group of forty-one members of the New Covenant Baptist Church of
Orlando volunteered to participate in a survey that assessed how they solved problems. It
included the collection of demographic data and membership profile information. Four
groups of nine to nineteen persons from four other African-American churches also
volunteered to complete the demographic data instrument and provide membership
profile information.
Focus Group Sessions
For the second part of the exploration of ministry practices, forty members of the
New Covenant Baptist Church of Orlando and forty-five members from four other
churches in Central Florida participated in focus group sessions. Key components for
ensuring successful focus group participation, according to David L. Morgan, are
“locating the right people to interview, asking them the right questions, interacting
appropriately with participants, and analyzing the data” (“Pearls” 516). The exploration
of ministry practices included six sessions conducted at Church A, two sessions
conducted at Churches B and C, and one session conducted at Churches D and E. Group
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composition was intergenerational, representative of the composition of each church’s
membership. Recruitment of participants included invitations to seniors, ages 65 and
above; mature adults, ages 41-64; young adults, ages 20-40; and youths, ages 15-19. The
group size was also limited to a minimum of two participants to a maximum of twelve
participants to allow for the greatest opportunities for each participant to share
(McNamara, “Basics”). Each audio or video-recorded session lasted no more than 1½
hours. The participants responded to six questions during the focus group session.
Focus Group Questions
The six questions used in the focus group session provided guidance to the
respondents in reflecting on their feelings as they had experienced change events in their
personal life and spiritual life. The questions led them to discuss their thoughts
concerning the transitions they had encountered in their church experiences (Morgan,
“Focus Groups” 139).
1. When faced with change in your personal life, what words describe how you
feel?
2. What has helped you to handle change in your personal life?
3. How did you first learn of the transition of the pastor and how did it make you
feel?
4. In what ways do you feel the church leadership provided guidance in preparing
the congregation for the pastoral transition?
5. What were the strengths and/or weaknesses of the pastoral transition process
and what effect did the process have on the church?
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6. What spiritual resources did you use to assist you during the transition of the
pastor?
Prior to their focus group session, the participants received the Demographic Data
Instrument (see Appendix A), Religious Problem-Solving Scale (see Appendix A), Letter
of Informed Consent (see Appendix E), and Letter of Notification and Instruction (see
Appendix F) either in the mail or in person and returned the instruments on the day of
their participation in the focus group session. Prior to participating in the focus group
session, each participant signed a release for audio or video recording (see Appendix F).
Context
One of the pivotal foundations of the African-American community is the
description Rosie Milligan ascribes to the Black church (1). The Black church,
historically, was one of the few entities located in the Black community that supported
the community and gave the congregants a place to exercise responsible leadership when
those opportunities were not generally available within the confines of the white
establishment. Additionally, the African-American community respected the Black
church because the church gave people a place of belonging, “As one of the few
institutions that is completely owned and controlled by black people, the sense of
possessiveness, pride, and power are unparalleled in other phases of American life”
(Lincoln and Mamiya 106). The Church contributed to the unity of the community when
people worshipped, lived, and worked together. Although the people within the
community attended churches with differing denominational labels such as Baptist,
Methodist, or Pentecostal, to African-Americans, all Black churches were the Church.
Because many denominations shared core spiritual and community values, the
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denominational labels did not significantly affect the relevance of the church to the
community.
Religious/worship experiences were a part of the acculturation that African slaves
brought with them to America. In the formative stage, Independent Black churches were
the African Methodist Episcopal Church, which Richard Allen founded in 1816, and the
African Methodist Episcopal Zion Church, which James Varick and other leaders at the
John Street Church founded in 1822 (Lincoln and Mamiya 115). These churches evolved
into a part of the core of the seven mainline denominational churches. Subsequently, in
the latter part of the twentieth century, the term, Independent Black churches, took on an
expanded definition in America. Independent Black churches were churches not affiliated
with the traditional mainline African-American denominational churches. However, no
matter what their description, independent Black church congregations have been a part
of the spiritual fabric of America since the late 1700s (Brown 1). The Central Florida
areas, including the city of Orlando, are no different. Churches are an essential part of
community life.
Examining the history of sixteen other churches in the Central Florida area in
which ministers led congregants in beginning new independent African-American
churches or received appointments to senior pastoral positions in existing independent
churches between the years of 1947 and 2001, fifteen out of the sixteen churches
experienced pastoral transition. Over the years, most of the churches experienced growth,
stability, and sustained health. They developed ministries and programs that positively
affected their respective communities’ well-being while facilitating the spiritual,
personal, and emotional growth of their members.
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In spite of the many positive strides these churches made, all of them also
experienced the problem that comes to all organizations with the passage of time:
transition. William Bridges defines transition as “the situation, which began the process
of people, ending something, working through something, and beginning something new
to take the place of that which ended” (3-5). Changes in pastoral leadership were among
the transitional events the churches participating in this study experienced. For example,
six of the churches experienced the ending of their pastor’s years of service because the
founding or long-term pastor became ill and died. Four out of the sixteen churches
experienced transition because of the incapacitation of the founding or long-term pastor.
Two out of the sixteen churches experienced transition because of the inability of the
pastor to lead. One pastor transitioned after founding a church. After approximately ten
years, he accepted a denominational assignment; however, he subsequently resigned the
assignment and started a new independent church. Among these sixteen churches, only
two churches experienced planned succession. The founding pastors appointed their
pastoral successors and the founders continued to serve as overseers. Only two churches
out of these sixteen have not experienced pastoral transition.
Although retirement, mutual agreement of termination, or termination in the
absence of mutual agreement were among prevailing reasons for the transition of pastoral
leadership in many denominational churches, transitions occurred in the independent
churches in Central Florida primarily because of the incapacitation or death of the pastor.
While the transition was certainly a traumatic experience for the pastor, the transition was
distressing also for the members of the congregations.
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Methodology
This project employed a phenomenological qualitative research design using
predominantly qualitative means of measurement, incorporating triangular mixed
methods of supplementary quantitative measures. The three methods used to collect the
participants’ responses were (1) an expert-reviewed demographic survey, (2) a
researcher-designed religious problem-solving scale with indicators of decision-making
and problem solving skills, (3) and responses to expert-reviewed questions in focus group
sessions. The data compiled from these tools provided the levels of problem solving and
decision-making skills and the identification of the significant indicators of spiritual and
emotional responses of participants who were members of churches that experienced
pastoral transition.
Participants
Participants in the study were members of the four African-American independent
churches in Central Florida whose founding pastor established the church or whose longterm pastor served the church as pastoral leader for twelve or more years and one church
whose members had a founding pastor who became incapacitated. The churches were the
New Covenant Baptist Church of Orlando, Florida, the El Bethel Temple of Jesus of
Orlando, Florida, the Kingdom Family Church of Orlando, Florida, the Macedonia
Church of the Living God of Leesburg, Florida, and the Rescue Church of God of
Sanford, Florida. All participating church members for this project were no younger than
15 years of age.
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Instrumentation
Participants responded to an officially designed instrument, the Religious
Problem-Solving Scale (Pargament 349-50), to assess their problem-solving style and to
determine how they engaged their spiritual or religious experiences to solve problems and
make decisions. Participants also responded to a researcher-designed demographic data
collection instrument. The demographic data provided background information regarding
the participants and their experience with pastoral transition. Participants responded to
survey questions using paper and pencil answer sheets. Focus group members responded
to researcher-designed, expert-reviewed questions in describing their emotional and
spiritual responses to change and their experience with pastoral leadership transition.
Video and audio recording equipment electronically documented the sessions. Observers,
who had previous experience with both facilitating and observing focus group sessions,
and the focus group facilitator, took field notes during the sessions. For this study, the
nonverbal observations did include audible utterances.
Variables
The independent variables for this study were surveys, interviews, and focus
group sessions. The dependent variables were two populations used in this study: (1) the
members of Church A, who are in the process of pastoral transition, and (2) the members
from Churches B-E, which are four independent African-American churches that have
already experienced pastoral transition. The intervening variables, which affected this
research project, were (1) people’s ideas or thoughts, (2) variations in coping strategies,
and (3) context or culture of the church.
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Data Collection
The officially designed problem-solving scale (see Appendix A) and the questions
asked in the focus group sessions (see Appendix A) provided means of collecting the
indicators of emotional and spiritual responses of members of the five independent
churches used in this study towards change and crisis, generally, and the transition of the
senior pastoral leader, specifically. Oral announcements, fliers, and notices in the bulletin
were the means of notifying members of Church A of the registration process and
participation dates. The goal was to secure twenty-five registrants for each of the
generational groupings. After participants registered, the next step was to select randomly
ten registration cards (see Appendix F) for each chronological grouping.
After receiving approval from each of the pastors of the four other churches, an
oral announcement on the day of the registration was the means of recruiting participants.
The goal was to register at least twenty participants at each of the independent churches.
The selected participants received written notification with general instructions (see
Appendix F) for their participation, including the date and time of their focus group
session, a copy of the demographic data survey (see Appendix A), the problem-solving
scale (see Appendix A), and a letter of informed consent (see Appendix E) in the mail or
through personal delivery. Each either returned the instruments on the day of the focus
group session or in the provided stamped, self-addressed envelope.
After the 102 members of the congregations completed and returned the surveys
and the problem-solving scale and the eighty-five persons participated in the focus group
sessions, their responses provided the information for the transcripts, which formed the
basis of the data analysis. The analysis assessed the participants’ problem-solving skills
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and the role that religion played in their decision making and determined the indicators of
their emotional and spiritual responses towards change and crisis that occurred as they
experienced pastoral transition.
Data Analysis
The basis for data analysis was a phenomenological qualitative research design
using predominantly qualitative means of measurement that incorporated triangulation of
mixed methods of supplementary quantitative measures.
Generalizability
This study focused on religious problem-solving skills, decision-making
orientations, and the emotional and spiritual responses of the members of the
congregation at the New Covenant Baptist Church of Orlando and members of four other
independent African-American churches in the Central Florida area. The senior pastor of
New Covenant, who was also the founding pastor, announced his retirement scheduled to
occur six years from the date of his initial announcement. The other four churches also
had senior pastoral leaders who were founding or long-term pastors and the churches had
experienced pastoral transition. The study began in January 2010 and ended in September
2010. While this study was limited in scope to particular congregations in a particular
geographical location, other African-American church congregations facing the transition
of pastoral leadership may benefit from a study where the findings may assist them in
understanding the significant indicators of spiritual and emotional reactions to pastoral
transition.
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Theological Foundation
Transition is a term that identifies both an event and a process. In its purest sense,
transition means a move, a shift, or an alteration. While the transition event was a visibly
identifiable occurrence, it served as a casual indicator that the transition process had
begun (Bridges 3). For example, a death of a friend or loved one, a decision to relocate,
or a new assignment may be a transition event. From the time of the transitional event,
change also occurs. Change initiates the process of moving on and shifting from one
stage, phase, form, or activity to another.
From that moment, persons in the transition process experience a disconnection
with the familiarity of their past, a disruption in their present, and an uncertainty for their
future. Transition thus becomes problematic because one usually does not know what the
consequences or repercussions of the transitional event are or what the ensuing
transitional process entails. Therefore, many people view transition as an undesirable
experience. However, even in spite of the concerns transition generate, not all transition
is bad or negative.
The creation story illustrates the first biblical example of transition. In Genesis,
God transitioned the earth from chaos to calm. He brought organization and arrangement
out of disarray and turmoil (Cox). From this original disorder, God created the physical
earth. God’s speech was the initiating action that led to the earth’s recreated design. This
creation event led to a series of good activities in the transition process. Through his
spoken word, darkness transformed to light, day separated from night, the earth took
shape and form, and the seas filled (Gen. 1:4-5, 9-10, and 20). God demonstrated the
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essence of what occurs in transition: Change events produce effective alterations of
present life conditions.
When God created and populated the physical earth, his final action was the
creation of human kind. Genesis 2:8 states, “And the LORD God planted a garden in
Eden, in the east; and there he put the man whom he had formed” (NRSV). In the
creation story, Elohim God created the first family and placed them in the Garden of
Eden (Gen. 2:8). God created the male and female in God’s likeness and image (Gen.
1:27) and made them the crown of creation. Adam and Eve were God’s representation of
himself. He assigned them as earth’s caretakers and graced them with the ecstasy of a
perfect place of habitation, Eden (Richter 102). Although God is sovereign ruler over all
creation, he gave authority and power to his stewards, Adam and Eve. They were subject
only to their spiritual leader, Yahweh God. They were the first congregation who shared
their spiritual relationship through communion, communication, and fellowship with
God.
However, in Genesis 3, the first transition in spiritual leadership occurred. It is not
a good transition. Eve yielded to the tempter’s offer, took and ate of the forbidden fruit.
Through this act of disobedience, she compromised everything God had given to them.
Bishop T. D. Jakes describes the event: “The serpent stealthily entered into the garden,
engaged Eve in conversation, and connived to exchange what she had—all that paradise
in relationship with Yahweh afforded her, for something of little worth, which also had
detrimental consequences” (“The Danger”). In response to the subtle serpent’s challenge,
Eve reexamined and misquoted what God said to them. She then reinterpreted what God
intended in prohibiting them from eating of the fruit of the tree of knowledge of good and
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evil. In addition to Eve taking and eating of the fruit, she also gave the fruit to Adam. The
beautiful world, which God created, became marred with sin and humankind experienced
the spiritual fall (Lutes 36). Eve chose to listen to the serpent, disobeyed God, and invited
her husband to eat of the fruit. Adam chose to accept the fruit and to disobey God.
Using the gift God had given them, free will, which is the ability to choose, both
the man and woman made a disastrous decision (Rump 1). The consequences of this
encounter with the serpent and Adam and Eve’s decision to disobey God led to the
initiation of the first relational, spiritual leadership transitional process. God had warned
them that in the day they ate, they would die (Gen. 3:17). Because of their choice, God no
longer had the preeminent place as Adam and Eve’s spiritual leader.
Under the influence of the alternate voice of the serpent, the disguised and
dubious tempter (see 2 Cor. 11:3; Rev. 12:9; 20:2), the first human family, who were also
the first congregants, forfeited their position as well as their place (Deffinbaugh 1). Adam
and Eve demonstrated their failure to understand their relationship with God. Because
they had no idea who they really were in him, they willingly severed the lines of
communication and broke their fellowship with God (Seamands, Ministry12). In spite of
their inappropriate actions, God never abdicated his position. The way Adam and Eve
related to God changed after their act of disobedience. Sadly, Adam and Eve did not
realize that this choice necessitated a change and propelled humankind into a perpetual
state of transition. This decision initiated a transitional process that took four thousand
years for God to reconcile in order to restore his position as the spiritual leader to
humanity.
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Physical, emotional, and spiritual responses, including fear, shame, hiding,
blaming, accusations, confusion, and tension, immediately ensued. To confront Adam
and Eve in light of their decision to transfer loyalties, God came into the garden at his
usual time to meet with them. As he approached them, “They heard the sound of the
LORD God walking in the garden at the time of the evening breeze” (Gen. 3:8a). He
called to them, questioned them, uncovered them from their hiding, and pronounced the
penalties for their sin (Gen. 3:9-21). Although the consequences for their actions were
severe, God instructed and orchestrated Adam and Eve’s transition from Eden. God’s
guidance prepared them for entering their new life under a new dualistic leadership. He
offered the first atonement for their sins and covered their nakedness.
Since this first transition of leadership, God’s plan of redemption, which brought
humankind back into right relationship with him, included human leaders in the transition
process throughout Israel’s history. The Old Testament biblical models of leadership
transitions include Moses to Joshua, David to Solomon, Abraham to Isaac, Isaac to Jacob,
and Jacob to Joseph and Judah. As Eugene Seals affirms, God’s intention was never for
ministries to die or “retire when the founder dies, retires, or accepts a call to another
location” (15). The salient examples of transitional leadership in the New Testament
support this position. Examples such as the transition of Jesus to the apostles, the apostles
to the early Church, and Paul to Timothy and Titus, each affirmed the intentional strategy
of God in using a succession plan to pass the torch of leadership to a successor. However,
in each example of leadership succession, God’s plans include attention to, instructions,
and care for the leaders and the people who follow and support each leader.
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Overview
Chapter 2 establishes the foundational review of literature in the areas of (1)
transition, (2) emotional and spiritual responses to transition, (3) transition of pastoral
leaders, (4) the impact of transitions of founding and long-term pastors, (5) the process of
transition, (6) the emotional and spiritual responses of the congregation to pastoral
transitions, (7) the nature of the African-American church, (8) the historical perspective,
of the African-American church, (9) the roles of the pastor and their relationship to the
congregation, (10) the spiritual and emotional effects of pastoral transition on
congregations, and (11) the impact of crisis on the ability of the church to minister to the
congregation. Chapter 3 presents the methodology. Four research questions that
determined the indicators of participants’ emotional and spiritual responses to pastoral
transition were the basis of this study. Participants completed (1) a demographic survey
that gave pertinent data related to their church membership, level of participation in
church ministries, activities, and experience with pastoral transition, (2) a problemsolving scale that assessed skills at problem solving, including the use of spiritual or
religious resources to assist in making decisions, and (3) responded to a questionnaire,
which facilitated the members participation in focus group sessions. Chapter 4 presents
the findings of the data collected in the demographic survey, problem-solving scale, and
focus group questionnaires. Chapter 5 assesses and interprets the data.
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CHAPTER 2
LITERATURE
Introduction
The leadership of many African-American churches is primarily the responsibility
of the senior pastor. When the need for transition in leadership arises, the church is often
not prepared spiritually or emotionally for such an event. In many instances, the
governing officials have no written succession policy, nor have they developed a plan to
guide the members through the transition process of transitioning from the existing pastor
and securing a new pastor. For an independent church (a church having no
denominational or associational connections) that has a founding pastor who serves as the
senior pastor, the problem of leadership succession is even more complex. External
governing support does not exist; therefore, the congregation must be self-sufficient to
generate and implement solutions to its problems—even problems that occur in the
absence of pastoral leadership. Another concern for an independent church having a
founding or long-term pastor arises if the leadership and decision making have been
primarily pastor centered or pastor driven. The lay leadership or congregation may have
had very limited or no experiences with leadership responsibilities; therefore, internal
leadership may not exist or be prepared to give pastoral leadership to the members.
When the pastor, especially the founding, senior, or only pastor leaves, the needs
of the pastoral leader—the one leaving as well as the impending replacement—is often
the focus of attention during the transition process. The impact of the leadership change
on the congregation is sometimes at best an afterthought and at worst an apathetic
attitude. For example, some denominational hierarchy, leaving pastors, or other church
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leaders may verbalize their reactions to members’ feelings or concerns with comments
such as, “They [the congregation] will get over it,” or, “We have to move on.” These
expressions indicate an alarming lack of sensitivity. Loren B. Mead concludes, “One of
the most critical moments in the life of a congregation is the change of pastoral
leadership, a change that may be stressful” (20). The lack of attention to congregational
needs may cause irreparable damage to members. An even more significant problem
existing in some independent churches, in the absence of founding pastoral leadership, is
that no other leadership is present with the congregation to comment positively or
negatively concerning congregational feelings. At a time when members may be most
vulnerable, they feel least supported.
The potential impact of the transition on the congregation is worthy of equal if not
more consideration than the actual leadership change itself. Therefore, attention to
congregational preparation for the inevitable changing of pastoral leadership and the
transition process that follows is imperative (Davis 1). Since the congregation is the
remaining entity, they probably experienced the residual effects of the transition more
than the departing or incoming pastor experienced the effects of the transition process.
This study identified the significant emotional and spiritual factors that
congregations of African-American churches having founding pastoral leadership or
long-term pastors experienced in the pastoral transition process. Knowing these factors
assisted both the congregants and leaders in understanding the need for congregational
preparation during the transition of the pastor and the factors, which contributed to a
minimally problematic or traumatic transition process for the church members as well as
the pastor.
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Biblical Foundation of Transition
The Christian life is a series of transitions. A person enters the Christian life
through the transition process of salvation. The salvation experience moves the person
from life without Jesus Christ to life in Christ Jesus. In leaving the old life of sin and
sensuality, the person enters the life of sanctity, service, and sacrifice. The chronicles of
Scripture reveal that life is a series of transitions.
Transition is not a new or contemporary phenomenon. Genesis records the first
transition event. Adam and Eve’s choice to disobey God initiated the need for the first
human transition process (Gen. 3). In yielding to temptation and listening to the serpent,
they aligned themselves with the enemy’s voice and chose his influence over the power
and authority of God. The events that follow illustrate some of the significant emotional,
cognitive, and behavioral changes that happened in this first transition process.
Transition Affecting Change—Emotional, Cognitive, Behavioral, and Relational
Among the first emotions Adam and Eve experienced are tension, shame, fear,
and blame. Because they chose the enemy as their source of counsel and spiritual
direction, the change in leadership created tension in their relationship with God and
between the two of them. First, tension developed between what they were supposed to
know and what they actually knew. For instance, prior to their eating of the fruit,
cognitively they did not know they were naked: “Then the eyes of both were opened, and
they knew that they were naked; and they sewed fig leaves together and made loincloths
for themselves” (Gen. 3:7). In their minds, a tension developed between how they looked
and how they believed they should look. When their eyes were opened, they were
ashamed of their nakedness and sought their own means of covering up. What they
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experienced is not the Western interpretation of embarrassment that is usually associated
with shame, but “it reflects defenselessness, loss of wholeness and harmony, and
exposure of confusion” (Childs 573). Preparing clothing for themselves became the first
act of humans attempting to make their own provision for self-protection.
In addition to experiencing tension and shame, Adam and Eve experienced fear.
They were apprehensive about God’s visitation with them; therefore, they hid when they
heard “the sound of the LORD God walking in the garden at the time of the evening
breeze” (Gen 3:8). Through their choice to hide from his presence, Adam and Eve erected
the first “barrier preventing them from experiencing intimacy with God” (Seamands,
Ministry 68) they had previously known. Instead of enjoying communion and
communication as in previous days, the man and his wife were silent and reluctant to
fellowship. Hiding in fear was a new behavior that developed in response to negative
emotions.
Transition necessitating confrontation. When the LORD God came into the
garden this time, he searched for Adam and Eve. God had never had to inquire of Adam
before, “But the LORD God called to the man and said to him, ‘Where are you?’” (Gen.
3:9). Then, instead of Adam responding to God’s question, Adam began to recount their
reactions in response to their present dilemma rather than answering the question God
asked. Adam and Eve attempted to cover up physically and cognitively.
In addition to confronting them to disclose their location, God next asked them to
disclose who informed them of their present condition. He wanted them to acknowledge
that they had crossed the one boundary he set. God requested that they tell him how they
knew they were naked and disclose if they had eaten from the one tree that they were
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forbidden to eat (Gen 3:11). Initially, Adam avoided answering either of God’s questions.
Instead, Adam blamed Eve: “The man said, ‘The woman whom you gave to be with me,
she gave me fruit from the tree, and I ate” (Gen. 3:12). Following suit, Eve blamed the
serpent: “Then the LORD God said to the woman, ‘What is this that you have done?’ The
woman said, ‘The serpent tricked me, and I ate’” (Gen. 3:13). Rather than Adam, Eve, or
the serpent taking responsibility for their decisions and actions, each of them accused the
other.
Confrontation creating tension. The first congregants, Adam and Eve, who have
never experienced conflict, were now at odds. Even in the act of disobedience, they
agreed. Although they were physically together, they no longer enjoyed a harmonious
relationship. They sought to place blame, “their ideal partnership is transformed into the
competitive grappling of two hungry souls” (Richter 109). They each looked for a
scapegoat, a response Tom Douglas describes as “[a] ubiquitous occurrence when
humans attempt to diminish or alleviate guilt and fear of punishment by some form of
transfer of responsibility” (5). However, in managing this transition process, God created
accountability collaboration. He confronted Adam, Eve, and the serpent and made them
accountable for their own decisions and actions.
The Fall also created tension between what has been, what should be, and what is
to come. At their original creation, Adam and Eve were innocent. In the Fall, they lost
their innocence: what had been and should have continued. Prior to the temptation, they
only had known good. God explained the heart of the issue: Adam and Eve had come “to
know good and [emphasis mine] evil” (cf. Gen. 3:22). Knowing good and evil, however,
did not prevent them from wrong actions: hiding, blaming, and lying. Instead, knowing
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good and evil heightened the difficulty when they had to make God-designed choices.
Their aspiration was to be like God yet be independent of him (Kass 85-86). Previously,
they had chosen to do right. In compromising their position through their interaction with
the serpent, Adam and Eve, according to Vinton Randolph Anderson, were “asserting
that they were capable of maximizing their human potential outside of God” (23).
Consequently, Adam and Eve transitioned from a place of peace and tranquility into
chaos. By hiding, being afraid to meet and interact with God, and attempting to make
their own provisions outside of God, Adam and Eve signaled a relational, attitudinal, and
behavioral change.
Confrontation creating opportunities for communication. In effective
transition, confrontation is necessary, as God demonstrated in the garden encounter. God
took the initiative to confront and question Adam and Eve: “Confrontational actions were
necessary, although most people today would perceive such actions as negative and
would choose to avoid them” (Blanken). The confrontation and query were God’s means
of opening dialogue with them and reconnecting their severed lines of communication.
Reconnecting broken lines of communication is an important part of maintaining and, in
this case, restoring healthy relationships. In this process, God provided opportunities for
Adam and Eve to confront their wrong and confess their sin.
Confrontational questioning created the climate for Adam and Eve to tell the
truth. “Leading with questions, not answers,” is an important practice in appropriately
handling confrontational situations, according to Jim Collins: [One] “creates a climate
where people can tell the truth” (74). When God confronted Adam and Eve, he asked a
series of questions: (1) “Adam where are you?” (2) “Who told you [that] you were
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naked? (3) Have you eaten from the tree of which I commanded you that you should not
eat?” and, (4) “What is this you have done?” (Gen 3:9, 11, and 13). Adam and Eve had to
confront the truth and answer the tough questions.
Although the confrontational event was a perceived negative experience, God did
not leave them silent and unattended. “Engaging in dialogue was another means of
creating a climate for truth” (Collins 74). God spoke directly to each of them, thereby
recreating an atmosphere in which he reinforced their personal worth—another important
part of the transition or healing process (Powley and Cameron 30). God also allowed
space for them to talk (see Gen. 3:10-13). Although asking these questions grieved God’s
heart, and answering the questions was probably painful for Adam and Eve, the querying
was necessary. In the dialogue, they admitted their feelings: Adam was afraid and Eve
felt deceived. They also confessed their present sins. Adam confessed, “I hid”; Eve
confessed, “I ate.”
Having sinned against God’s command (Gen. 2:16-17) and confessed their sin,
God took the responsibility to atone for the sin. Adam and Eve did not die physically in
their present state nor live eternally in their spiritually dead condition. Through his
questioning, God brought Adam and Eve to a point of confession of their sin. Then, by
his hand, God offered a blood sacrifice for them.
God provided the first earthly revelation of his redemptive transitional plan for
humankind. Through his atonement for Adam and Eve’s sin, “God reveals Himself as not
only creator, but also as redeemer” (Childs 372) thus bringing reconciliation. God
forgave Adam and Eve of their sin. Through the sacrifice, he covers their nakedness and
institutes his redemptive plan (Richter 106). Levitical law later clarifies this action:
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“Without the shedding of blood there is no remission of sin” (Heb. 9:22). Through God’s
redemptive plan, living in spiritual reconciliation with God is again possible for
humankind.
Transition requiring consequences. Adam and Eve received forgiveness for
their sin; however, since their sin had initiated the transition process, they also had to
suffer the consequences of their actions. As a result, life could not continue as they had
known it. Adam and Eve violated God’s creative purpose for them:
The person is represented as the crown and climax of God’s activity,
“made in the image of God,” as such, humankind was intended to have
dominion over the other living creatures on earth just as God exercise rule
over our humanity.… As humankind [they were] expected to give God
dominion over [their] lives. (Anderson 28)
Humankind transitioned from God’s original intent. God had given them the Godlike
quality of freedom of choice: “Then the Lord God said, ‘Behold, the man has become
like one of us, to know good and evil’” (Gen. 3:22a). In yielding to the temptation, Adam
and Eve gave up their Godlikeness: “They already had what they tried to get. They
already were, what they tried to become” (Phillips). As a result, they faced serious
consequences because of their choices and actions.
Among the consequences for their actions, “Yahweh drives his children out from
the garden from his presence, and the place that Adam and Eve were privileged to protect
is now protected from them” (Richter 112). They were out of the world they had known,
devoid of their perfect familiar surroundings: “God drove them out of the garden and
placed both a cherubim to guard the entrance and a flaming sword to guard the way to the
tree of life” (Gen. 3:24). God sent them from the Garden of Eden, a place of peace,
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plenty, and provision into the world of chaos, lack, and uncertainty. This transition
brought finality and closure.
Life in Eden was over: “The primordial harmony [is] shattered” (Childs 570). The
transition created a severance between life as God had designed it originally and the way
Adam and Eve would have to live. Their daily routine changed. They no longer engaged
in or enjoyed daily communion and fellowship with Yahweh. Adam’s punishment, in
addition to banishment from the garden, was to work and provide for their well-being by
laboring by the sweat of his brow:
And to the man he said, “Because you have listened to the voice of your
wife, and have eaten of the tree about which I commanded you, You shall
not eat of it, cursed is the ground because of you; in toil you shall eat of it
all the days of your life.” (Gen. 3:17)
Eve, in addition to banishment from the garden, would have to reproduce through the
painful process of childbirth: “To the woman he said, ‘I will greatly increase your pangs
in childbearing; in pain you shall bring forth children, yet your desire shall be for your
husband, and he shall rule over you’” (Gen. 3:16). In addition to moving from their
home, they also suffered personal consequences as punishment for their decisions and
actions.
Transition ushering in a provision of grace. When Adam and Eve deserved
eternal separation from God, he chose to love and preserve them. He extended the
provision of his unmerited favor—grace. “Grace transcends justice. Justice means people
do get what they deserve” (Thrall, McNichol, and McElrath 29). This provision of grace
resulted in them not dying physically in the garden and paved the way of transition. In
Genesis 3:24, “He [God] drove out the man; and at the east of the garden of Eden he
placed the cherubim, and a sword flaming and turning to guard the way to the tree of

Hinson Graham 29
life.” Having life and instructions from God, Adam and Eve start again in a new location
in “an environment of grace” (30). They transitioned into a physically harsh and
spiritually broken life, but they also entered into a place where they started a family,
matured, rebuilt trust, renewed relationships, and lived authentically.
Adam and Eve’s sin and separation disrupted their previous life in paradise in
relationship to God where they were exclusively dependent on God. Their sin and
separation created an interdependent relationship with each other and the works of their
hands. A seed of precedent was set. The tension of having to balance works, faith, and
belief in God become a conceptual reality and realistic struggle. Subsequently, the
Apostle James summarizes the tension in the New Testament: “So faith by itself, if it has
no works, is dead” (Jas. 2:17). Since the Fall, learning to balance the tension between
God’s part and humankind’s part throughout the transition process has been one of the
hardest lessons to grasp.
Although life after the transition was very different and difficult, life was also
positive and productive. God had prepared Adam and Eve to leave the garden with clear
directions for what they were to do in the aftermath: “Therefore the LORD God sent him
forth from the Garden of Eden, to till the ground from which he was taken” (Gen. 3:2324). In their new life, they have children: “Now the man knew his wife Eve, and she
conceived and bore Cain, saying, ‘I have produced a man with the help of the LORD.’
Next she bore his brother Abel” (Gen. 4:1-2a). Eve learned a valuable lesson in the
process of transitioning: What she received was from the Lord.
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Preparation as a Part of the Transitional Process
The Scripture illustrates that preparation is an integral part of the transition
process in an exchange of leadership. In the Old Testament, one of the salient examples
of leadership transition is Moses’ ascent to guiding the children of Israel from Egypt to
the Promised Land. Exodus chronicles Moses’ story. Prior to Moses becoming their
leader, the children of Israel transitioned through the reign of Pharaoh. In Egypt, the
children of Israel suffered at the hands of an oppressive leader, Pharaoh. The harsh rule
of Pharaoh prepared them for departure from Egypt and the transition to new leadership
under Moses.
The Israelites lived in the land of Goshen while in Egypt. According to historical
accounts, Egypt was their homeland for four hundred years after Jacob and his family
transitioned from Canaan during the famine (Barton, Beers, Galvin, Neff, Taylor, and
Veerman 96). Fourteen years prior to the famine, Pharaoh has two dreams that neither he
nor his counselors understand. Joseph interprets the dreams for Pharaoh and helps him
understand the prophetic warning of the impending famine. Pharaoh appointed Joseph as
prime minister of Egypt (Kass 550). Pharaoh tasked Joseph with the oversight of the
preparation of the food supply before and distribution during the famine. Joseph was a
savior for Egypt and his own estranged family (see Gen. 41:25-44). During the ensuing
years, Israel homesteaded in Egypt. The Israelites lived on the outskirts of Egypt and
peacefully coexisted with the Egyptians until “a Pharaoh arose, who did not know
Joseph” (Exod. 1:8). The actions and attitude of the new Pharaoh initiated their transition
from Egypt and secular leadership.
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Transition bringing Pharaoh before bringing Moses. Exodus 1:8 states, “Now
a new king arose over Egypt, who did not know Joseph.” Metaphorically, a Pharaoh not
knowing Joseph means that Pharaoh had not taken the time to find out who Joseph was or
learn what contributions he had made to Egypt’s survival (see Gen. 41:37-46), or he did
not care. Failing to consider this historical point, as a new leader, Pharaoh made several
errors that seriously affected the people under his rule. First, he was neither historically,
culturally, nor spiritually astute. Pharaoh was not aware of the significant contribution
that Joseph, the son of Jacob, the progenitor of the Hebrew people, had made to the
survival of Egypt in times past:
The proposal pleased Pharaoh and all his servants. Pharaoh said to his
servants, “Can we find anyone else like this—one in whom is the spirit of
God?” So Pharaoh said to Joseph, “Since God has shown you all this,
there is no one so discerning and wise as you. You shall be over my house,
and all my people shall order themselves as you command; only with
regard to the throne will I be greater than you.” And Pharaoh said to
Joseph, “See, I have set you over all the land of Egypt.” (Gen. 41:37-41)
In essence, if the providence of God had not led Joseph to Egypt, the Egyptians would
have perished. Failing to value the contributions of those who have come before is a
serious error in judgment, especially for those in leadership.
Second, Pharaoh was socially and politically incorrect. When he came to power,
two cultures of people, the Hebrews and the Egyptians, were living harmoniously
together, and “the Israelites were fruitful and prolific; they multiplied and grew
exceedingly strong, so that the land was filled with them” (Exod. 1:7). Pharaoh took a
census of the people. Then, he responded based on the statistics: “Look, the Israelite
people are more numerous and more powerful than we” (Exod. 1:9). Joy Hendry, in
assessing cultural assimilations, says that one needs carefully to watch for conjectures

Hinson Graham 32
about how others view governing power (165). Pharaoh did not take into account how the
children of Israel viewed him or his leadership.
Therefore, because of his own presumptions, Pharaoh surmised that the children
of Israel would align with Egypt’s enemies to fight against Egypt, help the enemies to
win the fight, and afterwards leave the land. As a result of his thoughts, he said, “Come,
let us deal shrewdly with them, or they will increase and, in the event of war, join our
enemies and fight against us and escape from the land” (Exod. 1:10). The irony was that
no enemies were attacking. Pharaoh’s logic was faulty. Because he did not know the
Hebrews, he did not know what they would do.
In examining his leadership style, Pharaoh exhibited natural leadership skills:
“When leaders use ‘natural leadership skills’ in exclusion of ‘spiritual leadership skills,’
they usually seek self-centered as opposed to other-centered results (Sanders 29). His first
natural skill was self-confidence. He looked to his own thoughts and made his own
decisions rather than considering wise counsel.
He made the decision to tell his people to look at the neighboring Hebrew people
in a different light. Although what Pharaoh said was true, the numbers did not change
because he counted the people. The Hebrews were doing nothing behaviorally prior to the
census that indicated they were galvanizing military strength. Pharaoh, therefore, created
a negative perception in his people for how they should view and relate to the Hebrews
from that day forward.
Third, Pharaoh was ambitious. He decided to make a radical organizational
change based on his primal fear and on his perception of a need for a change. Fourth, he
made the Hebrews slaves instead of free citizens. His underlying assumptions and
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expectations demonstrate that he did not have a true sense of the cultural climate in which
he was ruling (Cameron and Quinn 16). He was Pharaoh, and he could—and did—dictate
rather than seek a consensus.
Transition including people rather than being a process. Pharaoh’s dealing
with the transition process exemplifies several conjectures that leaders of congregations,
nations, or other organizational groups often make. First, “[F]ostering communal love
and support” are not important (Foster 296). The harmony, in which he found the
Egyptians and Hebrews coexisting, was an asset that he could have nurtured. Instead, he
made a rash decision and disturbed the equilibrium of the community. Concerning the
gravity of the rationale that leaders use to make decisions, one of the poignant questions
Curtis F. Jones purports that leaders ask, “In a critique of a political decision for a
military response, does the data really justify a military response of this magnitude?”
Pharaoh’s data did not warrant a change of this magnitude. Because the Hebrew people
were not problematic, by instituting a radical change in the systematic operation Pharaoh
created a climate of conflict: us against them.
Second, Pharaoh presumed that forced servitude achieved better results. Bridges
makes two recommendations to leaders in mastering transitions: “engage the energies of
people” and “talk to individuals” (13). Pharaoh engaged the Hebrew’s energies but not in
a way that achieved mutual benefits for both him and them. In relation to working with
people, Jakes in his sermon “Time for a Change” reflects on the importance of leaders
knowing for whom they are working: “Comrades [are] those who are against what you
are against; constituents [are] those that are for your cause; and confidants [are] those
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who are one hundred percent for you.” Pharaoh did not seek to know the people. He did
not know whether they were comrades, constituents, or confidants. He made them slaves.
Pharaoh’s fear of the Hebrews caused him to have warped perceptions and to
instigate inappropriate actions. Pharaoh forced the Hebrews to work, while he laden them
with unfair burdens: “Because they were in dread or fear of the children of Israel, they
made them serve with rigor and made their lives bitter” (Exod. 1:13-14). Pharaoh needed
to be a control leader—one who is afraid of people’s open, honest response; therefore, he
dictated what the Hebrews would do rather than giving them an opportunity to refuse
(McLaren 53). His control caused the Hebrews to suffer much anguish. Bridges advises
leaders to develop another management skill: “Analyze who stands to lose something
under [a] new system” (14). Pharaoh forced them to lose much: their freedom, safety, and
security in the community. Additionally, they lost their ability to continue as shepherds
who took care of themselves and their families, their personal physical health, and their
psychological well-being.
Transition affecting communal relationships. Pharaoh’s actions also caused a
severing of communal relationships. Prior to Pharaoh coming to power, the Egyptians
and Israelites had lived as neighbors, but Pharaoh changed their social-relational system.
John W. Kinney, in an interview with Rashard Cartwright, explains the systemic fallacy:
“Any system that creates a dichotomy of functional differentiation, where an over-andunder relation is created, is an oppressive one—and is not God’s design” (“1 on 1”). The
Egyptians, who had previously been their neighbors, became their taskmasters; the
Hebrew people were slaves under the rule of the Egyptians.
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The people experienced cruel and harsh treatment nestled in unfair labor
practices: “The Egyptians became ruthless in imposing tasks on the Israelites, and made
their lives bitter with hard service in mortar and brick and in every kind of field labor.
They were ruthless in all the tasks that they imposed on them” (Exod. 1:13-14). This
change in the economic system meant that Pharaoh and Egypt reaped the benefits of the
labors of the people.
Transition affecting future generation. One of the most inhumane decisions
Pharaoh made was the attempted genocide—the murdering of the Hebrew male children:
The king of Egypt said to the Hebrew midwives, one of whom was named
Shiphrah and the other Puah, “When you act as midwives to the Hebrew
women, and see them on the birthstool, if it is a boy, kill him; but if it is a
girl, she shall live.” But the midwives feared God; they did not do as the
king of Egypt commanded them, but they let the boys live. (Exod.1:15-17)
The midwives resonated with the fear of God, which gave them courage to disobey
Pharaoh’s order. His actions reflected the demonic thoughts of an oppressive leader.
Roberta Hestenes’ explanation regarding oppression clarifies Pharaoh’s actions:
“Why are we surprised when people oppress other people? When cruel
oppression shapes the day-to-day life of people and then the oppression
itself is heightened as the oppressor comes to fear the very ones who are
being oppressed? This is a pattern built into human experience.”
Pharaoh’s governance followed that pattern. When leaders think that they must control
people, they may use one of the three methods, according to Kinney: “cloning, cleansing,
or confining” (“1 on 1”). Pharaoh did not try to clone them—make them like him, but he
did try to confine them by enslaving them. When they continued to increase in numbers,
Pharaoh sought to cleanse or rid Egypt of them—through genocide of the male children.
Because he could not control the multiplication of the Hebrew people, he attempted to
kill them.
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However, the providential plan of God thwarted Pharaoh’s plan. Due to the
conviction of the midwives, Shiphrah and Puah, they did not kill the children. These
Hebrew women were real risk takers who were courageous in their actions and were
committed in their hearts. The babies were the children of the community family;
therefore, the midwives had a special interest in these children’s lives. These were women
whom God chose and used to effect his redemptive purpose in Israel’s history and
transition.
Transition from oppressive leadership—God’s plan. The actions of the
midwives to preserve the lives of these male children aligned with the purpose,
providence, and promise of Yahweh, which had passed down to this generation. God said
to their father, Abraham, “I will indeed bless you, and I will make your offspring as
numerous as the stars of heaven and as the sand that is on the seashore” (Gen. 22:17).
God was working behind the scene to bring his plan for the deliverance of the children of
Israel to fruition.
Amid the diabolical plan of Pharaoh, as the midwives were sparing the lives of
the Hebrew boy babies, one of the infants saved was Moses. According to Bernard S.
Childs, God through the patriarchal tradition covenanted with Abraham that his seed
would receive land (Gen. 12). However, Egypt was not the land of promise. The exodus
was an integral event of the prophetic promise (177). The children of Israel needed a
deliverer to challenge Pharaoh and lead them out of Egypt; Moses was that deliverer.
Moses’ story begins at his birth to Levi and his wife, Jochebed:
Now a man from the house of Levi went and married a Levite woman.
The woman conceived and bore a son; and when she saw that he was a
fine baby, she hid him three months. When she could hide him no longer
she got a papyrus basket for him, and plastered it with bitumen and pitch;
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she put the child in it and placed it among the reeds on the bank of the
river. (Exod. 2:1-3)
Moses was born under the death edict from Pharaoh; however, his mother, like the
midwives handling other children, chose to protect her boy baby and not consent to his
death. Therefore, she prepared an ark for him and placed it in the brink of the river as his
hiding place.
Under the watchful eyes of his sister, and the protective covering of God, Moses
survived the river journey. Henry and Richard Blackaby summarize the events of the first
half of Moses’ life:
As a newborn his life was threatened, so his mother gave him away to a
foreigner. Although Moses was raised among the Egyptian royalty, he was
regularly reminded that his ancestry was, in fact, slavery. His bungled
attempt to rescue a fellow Hebrew meant he had to flee for his life into the
desert. Moses spent forty years herding sheep for his father-in-law because
of a mistake that he made in his youth. (41)
Escaping the threat of death through life in Pharaoh’s house, Moses spent years learning
the ways of the Egyptians. As he grew up, what caught his attention was the oppressive
treatment of his people. His initial efforts to exercise leadership in light of the concern he
has for his people ends disastrously.
Effective transition—right timing and right motives. The change in leadership
for the Israelites did not happen without preparing the new leader and the new followers
for the transition. When Moses confronted an Egyptian who was beating up a Hebrew,
Moses killed the Egyptian and buried him. When Moses later intervened in a dispute
between two Hebrews, one of the Hebrews sarcastically and accusingly turned on Moses.
The Hebrew retorted, “What are you going to do? Kill me too?” (Exod. 2:14). Moses,
whose heart and motives were in the right place, did not align his motives with right
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actions. When challenged in the face of his own inadequacies, Moses ran away. He
quickly learned that his own people pointed out his faults, talked to others about his
leadership presumptions and his wrong doings, and then, turned on him in spite of his
efforts to help them.
This event points to another important consideration in transition of leadership,
which is timing. What Moses could not do earlier, God called, equipped, and sent him to
do forty years later. As God dealt with the hardened heart of Pharaoh in order to
transition him out of leadership, God gave Moses an epiphany to prepare him for his
transition into leadership. In Moses’ initial attempt to assist his people, he failed
miserably (Exod. 2:13-15). God then gave Moses specific tools to help the people make
their transition, because God was preparing the people for their long- awaited exodus.
Effective transition where leaders listen and learn. God encounters Moses in a
phenomenal way to transition him into becoming the deliverer of Israel: Moses saw a
bush that was burning yet not consumed. This amazing vision was the impetus whereby
Moses believed in and received the miracle-working power of God. When in this
encounter Moses heard the voice of God, God reestablished communication with his
creation—seemingly after four hundred years of silence.
God gave Moses a personal revelation of himself: “I am the God of Abraham,
Isaac, and Jacob” (Exod. 3:6). By recalling the patriarchal lineage, God reconnected
Moses to his historical relationship as a member of the chosen people of God. Next, God
made three promises: (1) he would be with Moses; (2) he would give him a miraculous
sign that would prove that God had sent Moses as the deliverer; and, (3) when Moses had
brought the people out of Egypt, all of them would worship God on the mountain where
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God had met Moses (Exod. 3:12). God gave Moses a clear vision, specific mission,
personal assurance, spoken directive, and a means of knowing that the mission would be
successful. God informed Moses of his ultimate goal for his people, that they become a
worshipping community.
Effective transition when the people listen and learn. God also gave Moses
specific instructions to give the children of Israel, which prepared them for the transition
from the rule of Pharaoh (Exod. 3:15-22). God demonstrated that new leaders could be
instrumental in preparing followers for leadership change. The Lord sent Moses as a
messenger. He was no longer isolated or distanced from the people. His charge was to
return to the community and communicate with the people. This connection is an
essential ingredient for effective transition (Bridges 13). Moses would not make the same
mistakes that Pharaoh had made when he came to power: Pharaoh made decisions and
expected blind loyalty. Moses communicated with the people.
Yahweh is a different type of leader. He also establishes and maintains effective
lines of communication. The Lord gave Moses his name to give to the children of Israel.
They were to know and remember his name. Moses took the word to the people: “I AM”
sent him. Knowing the name of God gave them what Ann Spangler describes as
“privileged access” (11). The children of Israel were able to call on the name of the
Lord—confident of his presence and help. Moses was God’s chosen instrument, and he
executed the plan of the God of covenant, promise, and history. Drawing God into the
thoughts and present circumstances of the people gave Moses credibility and made him
believable (Heath and Heath 17). God gave instructions, and Moses informed the people
of God’s plan for them. Bridges notes that in effective transition, one should identify and
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then inform the people whom the transition will affect (47). Yahweh brought them out of
Egypt. God gave them the assurance that he is and would be with them. God wanted them
to know that he was “absolutely reliable, incredibly trustworthy, and entirely able to
follow through on His word” (Spangler 25). This confidence in God was critical to the
people being able to accept the transition to their new life. The only way the people
would gain this confidence in God and make the transition from Egypt was to listen to
Moses, their new leader.
Listening and following instructions were skills that they perhaps learned (or that
Pharaoh forced them to adhere to) under his dictatorial leadership. These skills were
preparatory for their transition to hear and obey the voice of God through his appointed
leader. In his article, Craig Brian Larson observes, “Listening carefully to the Word of
God is a spiritual discipline that leads to spiritual formation and transformation.” Yahweh
wanted to transform the Hebrew people, not just to transition them. Moses, speaking
God’s instructions, provided the platform for the people to hear. Listening, hearing,
knowing, and obeying were requisites for the transformational transition to become a
reality for this people.
Effective transition—reconnecting to God. Joseph, whom God sent as a
forerunner for his people, died in faith believing that the day of Israel’s deliverance from
Egypt would come. His request at his death is a prophetic declaration: “Then Joseph took
an oath from the children of Israel, saying, ‘God will surely visit you, and you shall carry
up my bones from here’” (Gen. 50:25). The day of Yahweh’s visitation had come. The
perils of oppression bound them—they could see them and feel them, but the people
needed to know that God had heard their cries and was responding to their plight.
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However, the purpose of the exodus was two-fold: to release the Hebrews from
bondage and to restore them to their proper relationship with God. In preparation for
transition, the children of Israel had to reinstitute worship and offerings to the Lord, a
part of their covenant relationship. God directed Moses to tell Pharaoh, “The LORD, the
God of the Hebrews, has met with us; let us now go a three days’ journey into the
wilderness, so that we may sacrifice to the LORD our God” (Exod. 3:18b). The record
did not show that this generation had ever worshipped Yahweh. In effecting transitions,
old paradigms must shift. During transition, intentional worship is imperative.
Yahweh also restored his covenant relationship with this new generation. God
identified them as his people; they did not belong to Pharaoh. God said to Moses, “Say to
the Israelites, ‘The Lord is the God of your fathers. He has sent me to you. He is the God
of Abraham. He is the God of Isaac. And he is the God of Jacob’” (Exod. 3:15a). The
children of Israel were transitioning into the fulfillment of the promise of God for their
lives. The change in leadership also facilitated a reorientation to worship, communion,
and relationship with God. During a time of transition, keeping God and his purpose for
the leadership and the congregation as the centering point was imperative.
Effective transition trusting and involving lay leaders. In Exodus 3:16a, God
gave Moses another strategy, which is also an essential key to congregational
preparation: “Go. Gather the elders of Israel together. Say to them, ‘The Lord, the God of
your fathers, appeared to me. He is the God of Abraham, Isaac, and Jacob.’” Involving
lay leadership is also a key to effective transition of leadership.
Moses realized that he had been away for a long time. The last memories of his
attempt at leadership were not positive. Without question, he did leave—hurriedly and
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without goodbyes. Many of the Hebrews may have felt that Moses had abandoned them,
and as Kenneth Quick asserts, “Feelings of abandonment make it difficult to be loving,
trusting, or accepting” (90). However, God directed Moses to summon the elders, the

zâqên. The Hebrew word zâqên distinguishes the elders as “those both old
chronologically and those having authority including both men and women” (Zodhiates
1589). God assured Moses that the elders would listen to him as Moses rehearsed God’s
promises, recounted God’s deeds, and demonstrated God’s power (see Exod. 3:18). What
they heard and witnessed overshadowed their past feelings regarding Moses.
God forgave Moses and brought him into the unfolding of his redemptive purpose
for Israel. God provided this opportunity for Moses to walk in the grace that God
extended to him. Through Moses’ return, Timothy C. Geoffrion says, “God was assuring
Moses of his ‘worth and value in God’s eyes as well as God’s immense love for him’”
(195). This gift of grace meant acceptance and forgiveness from those who knew his past
and freedom from pangs of shame that might have attacked him upon his return to Egypt.
Creating a collaborative relationship with his leadership team was important for
presenting a united front to Pharaoh. God directed Moses: “Then you and the elders
[emphasis mine] must go to the king of Egypt. You must say to him, ‘The Lord has met
with us [emphasis mine]. He is the God of the Hebrews. Let us [emphasis mine] take a
journey that lasts about three days. We [emphasis mine] want to go into the desert to offer
sacrifices to the Lord our God’” (Exod. 3:18). Transitions in leadership also mean that the
new leader listens to voice of the Lord in order to discern who the other leaders are and
who will work with the new leader. The new leader then gives those leaders an
opportunity to be a part of the team.
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Effective transition reaped benefits. Although the children of Israel were
enslaved, God helped them reestablish their identity and reconnect with their heritage. In
the midst of transition, the people learned that God was concerned about every detail of
their lives: “I have given heed to you and to what has been done to you in Egypt. I
declare that I will bring you up out of the misery of Egypt to … a land flowing with milk
and honey” (Exod. 3:16b-17). Equipped with the right words, counsel from the mouth of
God, Moses reassured the children of Israel of God’s constant care. If they trusted and
obeyed him, God would make them better than they were when they first sought him.
In spite of living under the continuously cruel and increasingly oppressive
treatment of Pharaoh’s leadership, some positive things still happened for the children of
Israel. They multiplied and became stronger as they endured physical, emotional, and
spiritual hardships. Then, Pharaoh died. While the Israelites may have celebrated his
death, they perhaps mourned his replacement. Change did not bring about positive
transition. They saw that when one oppressive leader transitioned, another came to
power.
In Pharaoh’s transitioning, the Israelites also realized they needed help beyond
themselves. As a result, the children of Israel cried out to God, “After a long time the
king of Egypt died. The Israelites groaned under their slavery, and cried out. Out of the
slavery their cry for help rose up to God” (Exod. 2:23). In terms of preparation for
transition, positive things happened that reinforced the principle that conflict is not
completely bad. Marshall Shelley believes “conflict can not only be healthy, but
resolutely redemptive,” since through conflict “people realize the gap in the way things
are and the way God wants them to be” (3). This point is a continual theme in the
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redemptive story. The sin and separation created a gap in the way things were and the
way God originally designed them to be.
However, underlying any change or transition process is the handiwork of God.
The promise to Abraham, renewed to Isaac and Jacob, is that God will give them a
possession of land (see Gen.12:7). More than four hundred years have passed since God
spoke to Jacob as he was on the way to Egypt (see Gen 46:2-3). He said in Egypt, Jacob
would become a great nation: “Out of the slavery their cry for help rose up to God. God
heard their groaning, and God remembered his covenant with Abraham, Isaac, and Jacob.
God looked upon the Israelites, and God took notice of them” (Exod. 2:23-25). The Lord
heard them and raised a new leader for them, Moses. This transition occurred because of
the expressed need of the people, the death of the previous Pharaoh, and the design of
God. An important key in the transition process is hearing what God says and obeying
him.
Effective Transition Still a Process
After the years of silence, God spoke and clarified his will. The children of Israel
came to understand the gap in their way of life—the Israelites being enslaved—and the
way that God wanted life to be—the Israelites freed and occupying the Promised Land.
Jim Van Yperen believes, “Health is not the absence of conflict, but rather learning a way
of thinking, seeing, and behaving that is redemptive” (Sande, Schlaeper, and Van Yperen
21). God aligned their desires and their thoughts with his plan. Sometimes without a
stimulus, people cannot see their need to change, especially their environment, as in the
case of the Israelites. Until they lived under the harsh rule of Pharaoh, they saw no need
to leave Egypt.
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Therefore, in the transition process, God dealt with Pharaoh’s heart and altered
the mind-set of the Hebrews. As God prepared Adam and Eve to transition from the
garden, he likewise prepared the children of Israel to transition from Egypt. The whips
and brutality of the taskmasters made the Israelites realize they were in a cruel
environment that demanded as well as justified a change. Constant communication and
continual communion with God was a part of the restorative initiatives in God’s
redemption plan for a relationship God’s people did not have with him as long as they
were under Pharaoh’s rule.
Effective transition—letting go in spite of the difficulty. When people consider
transition, they have to decide if God is leading them out from the place where they are or
leading them to remain. Hearing the voice of the Lord is the key to making the right
choice. Experiencing the process of the exodus was also a part of the Hebrews
preparation. People need to prepare to leave from where they are, not just to arrive in a
new place. Michael J. Conyers, in a discussion on leaving well, says, “People need to
have several opportunities to understand why a change in leadership is occurring” (14).
Even in the midst of transition when God had every right to deliver Israel out of their
bondage, he told Moses to explain their leaving to both Pharaoh and to the children of
Israel. Old leaders remaining attached to their people make transitioning more difficult
for the people.
In preparing for transition, the congregation must also learn that sometimes God
acts in ways that seem strange. Moses was completely obedient to God; however, God
said he hardened Pharaoh’s heart so that he would not let the children of Israel go.
Exodus 4:21 says, “And the LORD said to Moses, ‘When you go back to Egypt see that
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you perform before Pharaoh all the wonders which I have put in your power; but I will
harden his heart so that he will not let the people go.’” After explanations and several
demonstrations, Pharaoh was as God said he would be. Pharaoh’s heart was not open and
he was not ready to let the people go, yet God wants his people to trust and obey him, not
spend their lives trying to understand him. His redemptive plan is greater than any
transition process.
Finally, this passage illustrates that transition is not easy. In addition to
preparation of the people, cooperation of leadership is equally important. Leaders are
often the most resistant to change and challenging to the process. God warned Moses
ahead of time that Pharaoh would not cooperate:
I know, however, that the king of Egypt will not let you go unless
compelled by a mighty hand. So I will stretch out my hand and strike
Egypt with all my wonders that I will perform in it; after that he will let
you go. (Exod. 3:19-20)
Letting go is a physical action and a mental exercise that alters old behavior patterns and
thinking modes; it is psychological as well as physical (Bridges 20, 23). Physically,
Pharaoh did not want to let them go because they supported the economy of Egypt.
Psychologically, Pharaoh did not want to let them go because they reinforced his power
and control. However, Pharaoh was not the only one who experienced the inability to let
go. As the scenario unfolds, Israel was ready to leave, but they were not ready to let go of
Egypt completely.
Later in their wilderness travels, the children of Israel selectively longed for the
pleasures and provisions of Egypt. They forgot the whips and taskmasters (see Exod.
14:11-12; Num.11:5-6). They forgot their crying out to the Lord and desiring his help in
bringing change from their oppressive ruler (see Exod. 3:1). Not even the Israelites’
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memory of the magnificence of their exodus from Egypt could reverse the poisonous
effects of the serpent’s seed of doubting the faithfulness of God, initially planted so long
ago in the soil of the hearts and minds of Adam and Eve—still germinating years later in
the children of Israel. They had to learn the lesson: God is faithful. God, through his
transitional leader, Moses, repeatedly taught this lesson to the children of Israel though
they repeatedly failed to grasp it. Only through the continual leading, guiding, directing,
and counseling from God through Moses were the children of Israel able to transition
from Egypt to the Promised Land.
Although the next phase of their journey would prove that they were not the
godly, mature people one might think God’s chosen people would be, God had prepared
them—at least they were able to leave Egypt and transition into their new life under new
leadership in a new location. However, during transition, one of the signs of immaturity
is that some people long for things to be as they used to be. The human mind has an
amazing capacity to forget conveniently what it chooses not to remember. Whether the
transition is a physical, psychological, or spiritual one, in the midst of the process some
people will not continually stay focused on the positive changes that the transition brings.
Effective transition—confronting internal problems. The children of Israel had
many experiences during their wilderness wanderings. As they prepared to enter the
Promised Land, one of the lessons on preparing for transition they learned near the end of
Moses’ leadership (see Num. 26; 27). In Numbers 26:4, the Lord told Moses to take a
census in preparation for the children of Israel crossing the Jordan and entering the
Promised Land. The census signaled transition from the first to the second generation
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after the exodus. Because of this census, each of the tribes according to the families
within the tribe receives their land allocation (Num. 26:52).
However, one exception is the daughters of Zelophehad who received no
allocation. Their father had no sons, and he died “in his own sin” during the wilderness
wanderings (Num. 27:1). One of the tenets of the daughters’ argument concerning their
right of inheritance Naftali Silberberg clarifies in this excerpt of two rabbinical opinions:
Either Zelophehad was the “mekoshesh,” the individual who was executed
for gathering wood in the public domain on Shabbat or he was a member
of the “ma’apilim,” one of those who tried to enter Canaan after God said
the generation would perish in the wilderness. In either case, his love for
his dying while trying to obtain the land promised indicated his love for
the land which God had promised. The daughters apparently inherited this
same longing from their father and felt resolute to pursue their right of
possession. (1)
However, instead of grumbling and complaining, as so often happens during leadership
transitions, the five sisters demonstrated how to resolve personal conflicts in a group
setting:
Then the daughters of Zelophehad came forward.… The names of his
daughters were Mahlah, Noah, Hoglah, Milcah, and Tirzah. They stood
before Moses, Eleazar the priest, the leaders, and all the congregation, at
the entrance of the tent of meeting, and they said, “Our father died in the
wilderness; he was not among the company of those who gathered
themselves together against the LORD in the company of Korah, but died
for his own sin; and he had no sons. Why should the name of our father be
taken away from his clan because he had no son? Give to us a possession
among our father’s brothers.” (Num. 27:1-4)
In transition, leaders sometime have to address new issues that immerge. Such was the
case with the petition Zelophehad’s daughters, of whom Rabbi Nissan Mindel describes
in his article “The Daughters of Tzelophehad,” as “equally wise and equally worthy,”
presented. Although resolving conflicts is seldom easy, it is an unpleasant task, yet
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conflict handled appropriately can lead to both community growth and enhanced
relationships.
Although Zelophehad had not made provisions for his daughters, the daughters
were within their rights to question the process. James R. Baker provides this explanation
concerning the issue of women’s rights in the Old Testament:
It is clear that fathers were generally not prohibited from making their
daughters heirs. Even among adherents of the Mosaic code, if a father
wanted a daughter to inherit from his estate, he could find a way by will or
gift (Jos. 15:19; Job 42:15). If he did not create a legal transfer during his
lifetime, however, in most jurisdictions his daughter would not receive an
inheritance, although she would have rights of dowry or maintenance.
Zelophehad’s daughters argued before Moses and the other members
of the court that it was unfair that they could not use their father’s right to
cast lots and that some provision should be made so they could inherit and
preserve their father’s name upon his inheritance.(10)
Since the daughters believe that Moses failed to address their rights of inheritance as the
other tribes received their allocations, they are the ones who spoke and called the matter
to Moses’ attention. They prepared to present their request to Moses.
Effective transition—communicating effectively. These sisters’ response to
their conflict gave significant insight into action steps that help in resolving conflicts. The
daughters did not remain silent when they needed to speak up. They became their own
advocates. In the matter of the property distribution, the allocations met all the other tribe
members’ needs; the inequity in the land distribution affected no one else. Though the
problem did not affect the majority, it was still worth consideration. The sisters
responded decisively and appropriately.
They came together and presented their petition to Moses. They did not
procrastinate and decide their concern could wait until later—perhaps until Moses
transitioned out of and Joshua transitioned into leadership. The daughters prepared and
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presented a concise statement of their problem, proposed their desired solution, and
addressed the leadership—the persons who could bring resolution to their issue. Although
they addressed their petition directly to Moses, they were present in a public forum. The
sisters stood poised, were confident, and articulated their case well.
Effective transition—exercising patience with the process. The sisters also
demonstrated patience with the process. According to the procedure Moses instituted at
the recommendation of his father-in-law, Jethro, the people only brought the more
difficult cases before him:
You must be the people’s representative before God and bring their
disputes to him.… But select capable men from all the people—men who
fear God, trustworthy men who hate dishonest gain—and appoint them as
officials over thousands, hundreds, fifties and tens. Have them serve as
judges for the people at all times, but have them bring every difficult case
to you; the simple cases they can decide themselves. (Exod. 18:19b-22a)
By implication, the sisters had presented their case to all the lower courts. When they
came before Moses, he realized he did not have an answer. However, he did, take their
petition to the highest authority: Yahweh. God spoke and confirmed the daughters’
request: “The daughters of Zelophehad are right in what they are saying; you shall indeed
let them possess an inheritance among their father’s brothers and pass the inheritance of
their father on to them” (Num. 27:7). The Lord directed Moses to give the inheritance to
the daughters. According to Rabbi Mindel, the Lord’s answer also set the law of
inheritance for resolution of such cases in the future. Because the sisters were willing to
seek a ruling in their unique situation, they brought resolution for themselves and set a
precedent for future generations.
In preparing for transition of leadership, congregational members who have
personal issues or concerns must be willing to voice those concerns in an appropriate
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forum. The daughters each were focused forward, intelligently astute, and spiritually
sensitive according to Jewish teacher Sarah Schneider:
The daughters identified the underlying spiritual principles being violated,
did not raise theoretical issues, but rather presented accurate content at the
right time, and built an argument that was true to the letter and spirit of
authentic discourse. Additionally, by submitting themselves to Moses’
leadership they were submitting themselves to God. (2-3)
Whether congregants present concerns to lay leaders or pastoral leaders, Moses’ actions
highlight an important principle: Present all issues to the Lord. When God responded,
leaders as well as congregants were to listen willingly and follow his directive even if it
broke traditions or they did not agree with it.
Effective transition—learning to work in collaboration in spite of differences.
As the daughters went before Moses, they also presented a united front despite possible
differences in their personalities. Based on their personality type, each of their
approaches to Moses concerning this matter would have been different. The meanings of
their names indicate the differences.
The first daughter was Mahlah, whose name means, “weak or grieved,” or
“sickness or disease” (Strong 39, 64). She may have felt troubled but not had strength to
confront an issue if she had to face it alone. Noah’s name means “movement” (Strong
79). She may have felt troubled and may have vacillated in her feelings. Noah probably
used avoidance or withdrawal techniques. The third sister was Hoglah, whose name
means “partridge” or “boxer” (37). Partridges were red-legged, flying birds. Perhaps
Hoglah’s attitude was fight or flight. The fourth sister was Milcah. Her name means
“queen or royal” (67). Her strength is organization, administration, and practicality. As a
queen, she acted wisely and under advisement. She sought the truth in the matter. After
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discovering it, she determined the best course of action. The last sister is Tirzah, whose
name means “delightsome” (126), “to be or have favor” (110). The pleasantness of her
personality or gentleness of her spirit brought a sense of calm and cooperation. From an
orientation of grace, she knew that the unmerited favor of Lord would bring to fruition
that which God purposed for them. Their differences did not divide them, but provided
the bases for synthesizing their strengths in order to develop an optimum strategic plan.
Effective Transition as Long-Term Preparation
In the New Testament, Jesus’ preparation of the disciples for his departure began
almost from the time of the inauguration of his ministry. Jesus taught them sound
kingdom principles and shared with them God’s redemptive plan (see John 3:16-18). He
tried through the three years of their discipleship to prepare them for his departure. He
taught them kingdom principles, shared with them the vision for the ministry, and
involved them in his earthly ministry. The upper room discourse in John 14-18 is his final
attempt prior to the crucifixion to enlighten them concerning God’s redemptive plan, yet
they still did not understand. In the transition process, Judas betrayed him; the disciples
forsook him and hid; and Peter denied him and, subsequently, went back to his previous
vocation of fishing. He also influenced some of the other disciples to go with him. Only
through the coming of the Holy Spirit at Pentecost were they finally able to move on to
fulfill the purpose of God.
However, in Luke 24, the story of the walk to Emmaus, Jesus illustrated means of
helping congregants through the transition process when a leader has departed. Matthew
records that Jesus had met the women as they were on their way from the sepulcher and
told them, “Go tell my brethren that they go into Galilee and there shall they meet me”

Hinson Graham 53
(28:11). In Luke 24:14, two disciples decided to leave from the place where Jesus told
them to wait. The responses of the two disciples whom Jesus joins shed insights into what
congregations may feel and issues they may need to address. In the midst of transition,
some members will leave; some will stay. Some will be confused about what to do. In
this instance, two of the disciples were making the journey. In the midst of transition,
rarely do persons make decisions in isolation.
Effective transition—allowing time to process feelings. As they traveled, the
disciples talked. They rehearsed the salient events that surrounded Jesus’ departure.
Feelings regarding the loss of the pastor or leader may consume members’ thoughts and
conversation. Unchecked feelings may skew perceptions and behavior (Mead 12). As
these disciples walked they were so engrossed in themselves, they did not recognize that
Jesus himself had joined them (Luke 24:16). When Jesus joined the disciples, he asked
them, “What are they talking about and why are they sad?” (Luke 24:17). Jesus gave
them the opportunity to vent and express their concerns and their feelings. “Trusting God
with the past,” Edward A. White says, “has to do with owning up to feelings and working
through them to the point of letting go” (88). Jesus allowed the disciples to express
honestly their feelings. He was not offended when Cleopas accused him of ignorance
when Jesus appeared not to know what had happened (Luke 24:18).
They acknowledged that Jesus was “a prophet, mighty in word and deed before
God and the people” (Luke 24:19); however, Jesus’ crucifixion, death, and departure had
shattered their faith in him. He redeemed Israel but not as they thought he would. Their
retort makes clear their disappointment: “But we had hoped that he was the one to
redeem Israel. Yes, and besides all this, it is now the third day since these things took
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place” (v. 21). They did not understand; the turn of events and passing of time heightened
their despondency.
Although the women and some of the other disciples told of their experience with
the risen Lord, their experiences are not enough to dispel the disciples’ despondency:
“But we trusted…” (v. 21, KJV). The source of their hopelessness was that they expected
Jesus to live and establish a kingdom that would overthrow the political system. Jesus
was not insensitive; he understood their wounded spirits, as Darrell L. Bock writes in
regards to the issue of trust:
Jesus is not being cruel here, but his gradual revelation of himself allows
them to learn certain lessons about trusting God’s promises. The disciples
had been told about these events many times, but they do not conceive
how they could come to pass. The gradual revelation drives the point
home vividly and calls on them to remember God’s Word while trusting
that what he says will come to pass. (Luke 383)
When members face severe crisis, they sometimes are not equipped to handle the
grieving process on their own, especially when the loss is of a spiritual leader. Many
members might never have experienced this type of loss.
In the midst of pastoral transition, if a spiritual director guides them through the
process, the experience can be more positive. Learning how to grieve is also an effective
technique. One of the means of members of the congregation learning to grieve is
through studying Elisabeth Kübler-Ross’ five stages of grief that include (1) denial and
isolation, (2) anger, (3) bargaining, (4) denial, and (5) acceptance. Recognizing and
working through each of these steps as congregation engage the transition process could
help their spiritual and emotional journey (White 89). Jesus, in this narrative,
demonstrated how to process with persons who are in crisis and suffering loss.
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Effective Transition—Understanding the Plan of God
In the scriptural account of the post-resurrection experience, the two disciples
withdrew from the other disciples by leaving Jerusalem and going to Emmaus. When
they encountered the stranger, their words reflect their shock, denial, and anger at the
events of the previous three days. However, Jesus assisted the disciples in putting their
past in perspective. After coming alongside of them, walking, spending time, and
listening to them, Jesus confronted them with the truth. He challenged them to reassess
how the events of the previous days fit into the grand scheme of God’s redemptive
purpose. In the midst of transition, the events that created the need for transition cannot
overshadow God’s purpose for his church or the congregants’ part in bringing God’s plan
to fruition.
The disciples, like members of congregations, fail to rely on the faithfulness of
God in this disturbing time. White says the congregation must reckon trusting God with
their present (89). Jesus had told the disciples that his going away would open the door to
them doing greater works: “Very truly, I tell you, the one who believes in me will also do
the works that I do and, in fact, will do greater works than these, because I am going to
the Father” (John 14:12, NRSV). This encounter demonstrates that when “their eyes were
opened,” they realized who Jesus is (Luke 24:31). The Word again became flesh for them
and the resurrected Jesus lived among them (see John 1:14). Through provision of grace
and the truth, Jesus spoke to them and they saw themselves in a different light.
They returned to Jerusalem, no longer doubting and despondent but burning with
zeal, ready to witness. White also says, “Trusting God with your present means realizing
that ‘You are the Body of Christ, and individually members of it’ (Rom. 12:27). The joys
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and the burdens affect each of us” (91), but the unconditional love and presence of God
sustain the believer no matter the events experienced or the emotions felt. Following their
experience with Jesus, the two disciples rejoin the fellowship and give affirmation to the
witness of the women and those disciples who previously had encountered the resurrected
Lord.
God has the master plan for continued fellowship and every transition event that
humanity encounters, especially the church. Every member is significant in bringing the
plan to fruition. Therefore, in the local church, in the absence of senior leadership,
members come to a greater awareness of their individual gifting and contributions they
could collectively make to further the kingdom of God. In the midst of their heavily
burdened hearts, the Lord gave evidences of his presence to guide and direct them. They
experienced “God’s transforming vitality,” which is the spiritual and relational renewal
that comes through reconnecting to the plan and purpose of God (Herrington, Bonem,
and Furr 159). Jesus engaged in fellowship and the breaking of bread with the two
disciples and restored them to a place of fellowship.
This koinonia, fellowship and communion, brings the historical significance of
God’s redemptive purpose into their present circumstances. The Passover is symbolic of
God’s covenant relationship with the Jews and a reminder of their physical deliverance
from Egypt and their spiritual deliverance from sin. Through Jesus’ death and
resurrection, the bondage of sin is broken forever and the door of access opened, not just
to the Jews but to all of humankind (Bock, “Gospel” 502-06). Their wounded savior
becomes their wounded healer. The reality of the cross brings healing to their hearts.
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Effective transition—effective transformation. God has power over death as
evidenced in the resurrection, and he has power over life. In the moment of the
recognition of the resurrected Lord by the two disciples at Emmaus, a transformation
occurred within them. They received insight and understanding. When Jesus disappeared,
they were prepared to move forward:
Were not our hearts burning within us while he talked with us on the road
and opened the Scriptures to us?” They got up and returned at once to
Jerusalem. There they found the Eleven and those with them, assembled
together and saying, “It is true! The Lord has risen and has appeared to
Simon.” Then the two told what had happened on the way, and how Jesus
was recognized by them when he broke the bread. (Luke 24:32-35)
Jesus had taken the time to walk with them and talk them through the process.
Communication and engagement, listening and explaining bridged their past to their
present and helped them to walk into their future. They were empowered to continue.
Articulating a desire and design for the congregation’s future is important in a
healthy church: “Members of congregations need to be assured that their experience,
ideas, and perspectives are value[d]” (Flake, Flake, and Reed 60). Congregational
involvement values members’ help. Working together in preparation for transition, the
congregation learns “to evaluate and appreciate themselves” as a collective body (62).
They can assess who they are as a congregation, what the mission of the church is, and
who they want to be as a church in the future. Through the transition process, the
congregation, as a group, can gain, as Celia A. Hahn says, “renewed self-confidence and
experience their own strength” (117). However, the congregation learning to think and
becoming a self-directing body does not mean they do not need God or pastoral
leadership.
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In the process of the transition, the goal is to create a healthy church in which the
people submit to theocratic rule, use biblical principles to guide their spiritual walk, have
empowerment for decision making and resolving conflicts, and are secure in their
spiritual identity and purpose. As a result, they work in cooperation and collaboration
with the new pastoral leader while maintaining a healthy respect and appreciation for the
past pastoral leader (Hahn 53). Because the members of the congregation know that death
is a part of life, they understand that change and transition are essential in any growing,
maturing relationship. Collectively, they also develop a clear vision of who God has
made them to be as a congregation, a God-designed mission and ministry for the
kingdom of God, and what roles they have in fulfilling his kingdom purpose. Jim
Herrington, Mike Bonem, and James H. Furr define this stage of the transition process as
“implementation (emphasis mine), the place a congregation reaches after a series of
coordinated initiatives that move a congregation toward realization of God’s vision” (78).
Hebrews 12:2a reminds believers that God is trustworthy: “Jesus is the pioneer and
perfecter of our faith” (NET).
The final task White delineates is “trusting God with one’s future” (91).
Ultimately, the congregation learns to value and appreciate change, and flow with and
through the transition process. Since the systemic nature of the church is a reflection of
human life systems operations, the lessons learned in transition preparation when used in
the church become conduits for transitions that naturally occur in other areas of the
congregants’ lives.
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The Nature of African-American Churches
In 1 Corinthians 9:20-23, Paul affirms a multiplicity of means through which he
witnesses Christ. The way that Paul described himself depended on which church or
group he was addressing:
I became as a Jew, in order to win Jews.… I became as one under the law
that I might win those under the law.… I became as one outside the law.
…so that I might win those outside the law.… I became weak, so that I
might win the weak… that I might by all means save some. [emphasis
mine]
The African-American church, also known as the Black church in America, likewise
becomes all things to all people. The function of the church in the life of the community
is one of the reasons that the church has remained such an integrally woven fiber in the
tapestry of the community. Whether members gather in a home, meet in a dual-purposed
building, underneath a tree, or in a sanctuary, the Black church from its inception has had
a strong sense of purpose and significance to the community it serves and the community
that, in turn, supports it. Rev. Cheryl Sanders describes the diversity of the Black Church
as ranging from “mom and pop” to “mega” and from “store front” to “cathedrals”
(“Interview with Reverend Cheryl Sanders”). However, the size does not necessarily
determine the church’s success or impact on the community. The presence of the Black
church in the community represents an institution, a landmark, and a change agent.
The Black church was born on a foundation of struggle and built on a foundation
of pain. According to Dr. James Cone, the Black church is “an essential part of personal
and community life, a very powerful force in the African-American community” (qtd. in
Moyers). The Black church was the place where the Black community met to attend to
matters of spiritual, communal, political, and educational consideration. Black people
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tendered decisions, formed platforms of political actions, increased their knowledge, and
nurtured their spiritual development at the Black church.
The Black church also grew with the Black community. According to Robert
Joseph Taylor, Linda M. Chatters, and Jeff Levin, the intrigue of the Black church stems
from its stability and adaptability:
Black religious traditions have persisted over time, geographic location,
and social context and circumstance. Although their distinguishing
characteristics and features have changed and adapted in response to
external forces and social contexts, the black religious tradition and the
Black Church have remained pervasive and central features in the lives of
individuals, families, and communities. (1)
The Black church, while steeped in tradition, was simultaneously creative and out of the
box of innovation. Through aggressive pursuits in political involvement, education
innovation, and community activism, the church re-created itself and its community. The
Black church embraces the building of the kingdom of God and the transforming of
people’s lives and the communities in which they live, work, raise families, and worship.
Historical Role
The church was one of the institutions that grew side-by-side with business and
industry, schools and communities in most cities in the United States. Although the Black
church grew in the same towns, it did not grow on the same streets as most other
American businesses—the place of the Black church was the Black community. Charles
Eric Lincoln and Lawrence H. Mamiya use several definitions to describe the Black
church:
The operational definition of “The Black Church” [was] those
independent, historic, and totally black controlled denominations, which
were founded after the Free African Society of 1787 and which constituted
the core of black Christians. (1)
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The Black church was born out of the needs of freed slaves in America to have a place
where they freely worshipped. Inclusiveness was a part of the fiber of its being. Pastor J.
Alfred Smith says, “The Black Church is the heart of black life” (qtd. in Ostling, Kane,
Monroe, and Simpson). Since the Black church was centrally located in the black
community, the church shared its heartbeat. The church was the place that shared pain
and woes yet inspired hope and joy, always with the theme, “A better day is coming!”
Historically, the works of Richard Allen, Absalom Jones, and Thomas Paul are
foundational in the development of the Black church. According to the works of
Lawrence A. Jones, Allen and Jones founded the Free African Society in Philadelphia in
1787 (10). Through their works, the first church, Mother Bethel African Methodist
Episcopal Church, was born, and the first independent African-American denomination
developed (12). One of the major thrusts of this work was community development. Paul
worked primarily in the Boston area and was the founder of the independent AfricanAmerican church. He also focused on improving the conditions of the African
community. His work in ministry expanded from Boston to New York, where the first
Baptist church was born, the Abyssinian Baptist Church. Because of his heart to see the
community bettered, he ministered also in Haiti (Lincoln and Mamiya; Taylor, Chatters,
and Levin). In the midst of slavery and under adverse circumstances, the Black church
began to impact American society.
Recapitulating a miniscule portion of contemporary history, Omar M. McRoberts
summaries the geographical and religious transition of black Americans:
From the late nineteenth to the middle of the twentieth century, waves of
migration brought millions of rural blacks to cities and southern blacks to
the north. In response, class, regional, and theological lines were the bases
along which much of black religious life reorganized. Churches of middle-
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class blacks, poor blacks, northern blacks, southern blacks, foreign-born
blacks, Pentecostal blacks, and “mainline” blacks emerged, each serving a
distinct target population.
The Black church was diverse in its mode of operation and in the orientation from which
it served. From its earliest inception, the Black church was a movement born out of
protest and called to serve people assimilating in new communities.
In the ensuing years, the Black church became the voice for the protests,
struggles, pain, and injustices of the people. The Black church and its leaders have been
the impetus of many positive efforts in the black community. According to Kenneth L.
Waters, Sr., the Black church worked with community leaders of organizations such as
the Underground Railroad (40), the Universal Negro Improvement Association, the Black
Revolution, and the Civil Rights Movement (1). The Black Church was the strength of
the community in what Waters calls the “centuries of bearing crosses”:
One thing that we as black people know a whole lot about is bearing
crosses. We have been bearing crosses for centuries. Through the
monstrous evils of slavery,… the trauma of Civil War,… the
disappointment of Reconstruction,… the insult of Jim Crowism,… the
terror of the Ku Klux Klan,… the struggles for civil rights, we bore our
cross,… and through the hypocrisy of modern-day politics, we are still
bearing our cross. (55)
The struggles of black people have been numerous and continuous in spite of progress in
racial, social, and political relations. The black church has been in the forefront of the
struggle as an advocate for the people. Since the inception of the Black Church, it was an
organism steeped in a rich history and called to champion multiple causes.
Although black people came to America on slave ships, they made significant
contributions to the growth and development of America. Henry H. Mitchell points out
that African black people came from communities where they were creative, industrial,
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and progressive (Black Church Beginnings 2). They were skilled laborers even if they
were not familiar with growing tobacco or cotton. Waters chronicles examples of the vast
creative resource African black people were prior to becoming slaves in America:
We [Black people] were first: (1) in establishing the cities of Thebes
(2050-661 B.C.E) and Memphis (3100 B.C.E.), the first civilizations; (2)
scientists: i.e., Imhotep (c. 2980 B.C.E. who was also the Father of
Medicine centuries before the Greek Hippocrates (460-370 B.C.E.); (3)
artists and musicians, i.e., Terence Afer (190-159 B.C.E.); (4)
philosophers and mathematicians, i.e., Manetho (c. 304 B.C.E.); and (5)
teachers and poets, like Aesop (c. 560 B.C.E.). (25-27)
Established in a wealthy heritage, the black man, the black woman, and their family
found their place entwined deeply in the tapestry of the American fiber. Slave labor
extracted from black people helped to build this nation. However, during their labors,
they built for themselves an institution and an organism, the Black church, of which the
black pastor is an integral part.
In her article, Milligan describes the church of yesteryear as “the pillar of the
community.” It was the center for education—both secular and spiritual. It was the center
of political and community life. A bell tolling from the church tower was the emergency
broadcasting and death notification system, the community and Lord’s Day alert, and the
school bell. Lincoln and Mamiya say the Black church is a valiant contributor to the
endurance and continuance of its constituents (114). Although the bells no longer toll,
school buildings are the current centers of education in the community, hotels and
corporate meeting rooms are now accessible for political rallies and gathering places, the
Black church is still a vital force in the life of the Black community, which still educates,
energizes, and stimulates the community.
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Pastoral Role
Historically, “high cultural and spiritual expectations” (Simmons 17) are the
benchmarks of the pastorate of the African-American church. Regarding their
significance, “African-American ministers are an important vital resource for individuals
and the African-American community: they are community leaders, developers,
empowerers, and relational brokers (Taylor, Chatter, and Levin 111). Through the years,
pastors have become an indispensable resource. They contribute significantly to the
health and well-being of the community, serving the members of their congregations and
persons in the larger context of the surrounding areas.
After serving for more than twenty years as a pastor of African-American
churches, Dr. Randolph Bracy, Jr. describes the pastoral role as comparable to the
process of making coffee from beans: “The pastor planted, grew, harvested, marketed,
purchased, and ground the beans. Then, he got the pot and water, brewed, and served the
coffee when it was ready; cleaned-up; and then, began the process again.” Among the
expectations for the pastor were that he, in many cases, especially among many of the
denominational churches, would be male, and he would be able to do everything, all the
time, in every situation. No matter where he served, the Black pastor could handle every
responsibility.
Pastors in many African-American churches are the primary, if not sole authority.
Undershepherd is one term that frequently and aptly describes African-American pastors.
It implies that is the pastor submits to God and leads and rules the people. The members
of the congregation usually hold the black pastor in high esteem (Mitchell, Black Church
Beginnings 15) and highly respect the pastor as the leader of the congregation. The
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members of African-American churches rarely question the pastors’ authority, especially
in churches that the pastors start. Members respected the preacher as the esteemed
representative of God on earth and listened to their message. According to Anthony
Evans and Dwight McKissic, as long as pastors’ messages are biblically sound and their
lives reflected the Christian qualities that they preach (121), pastors can expect longevity
in their assignments and loyalty from their members. In past years, the black pastor was
one of the more educated persons, if not the most educated, within the congregation. The
members of the church and community accepted the pastor’s leadership because he was
spiritually superior as well as educationally more qualified than the majority of the
congregation.
The congregation expected pastors to preach and preach well. Because preaching
has been historically an aural tradition, over the years preachers have learned first
through initiation, meaning they practice their craft, then inspiration. The message
becomes “proclamation and celebration,” lending to the exuberance associated with the
preaching style of the black preacher (Mitchell, “Preaching” 150). The celebration, a
unique ritual in black preaching, is equally as important as proclamation. While
proclamation emphasizes the Word, celebration emphasizes the Spirit and symbolizes
thanksgiving, joy, and survival for black people.
Black preachers not only proclaim the Word, but also serve as spiritual leaders in
churches while assuming any number of responsibilities. Dr. Gardner C. Taylor, known
as the Dean of Black Preachers, portrays the preacher as a prophet who stands as an
intermediary to the people: “the spokesman for God, a commentator on the states of
human souls, heralds of the king and watchman” (104-07). The preacher’s role is to
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address the personal, spiritual standards of living by calling attention to biblical
principles and moral choices. Additionally, preachers represent God on the earth and
speak for him; therefore, as God’s representatives, preachers diligently study the Word of
God, so that they aptly communicate the message of God. The preachers’ task is to
deliver a message of hope according to Martin Luther King, Jr.: “Sunday after Sunday,
week after week, people come to God’s church with broken hearts. They need a word of
hope” (“Sermon Guidelines”). The call of preachers, especially African-American
preachers, posits them as intermediaries for God and mediators in the plight of humanity.
Therefore, every week the hearts of the people bring an unarticulated yet visibly spoken
message to the preacher: “Is there a word from the Lord?” The answer from the mouth of
the black preacher resonates in the message: “Yes! There is a word from the Lord!”
When pastors effectively serve the people of their congregations, they realize their
job is more than preaching. Pastors become sensitive to the plight of their people.
Socioeconomic conditions, educational disparities, and political inequities often make life
difficult for black people. Because members of the Black church do not live in isolation,
their spiritual life integrally overlaps into their personal, familial, and communal life;
therefore, problems of the church, the community, and city are also the preachers’
burdens. Contemporary pastor Floyd Flake describes the role of preacher as an advocate
and problem-solver: “The black preacher’s role is to present a prophetic word that
represents a challenge, but also to give a priestly response that enables people to resolve
the problem” (Goodstein and Banerjee). Civil rights and urban problems are continual
issues in the African-American community; the black preachers’ job is to challenge the
people to be self-help agents.
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Additionally, the preacher’s role in the community flows out the leadership role in
the church and the political and social needs of the society. In the absence of equally
visible or vocal leadership or because of the general community respect for the clergy,
the pastor becomes a “grappler” as Dr. King describes them, one who “grapples with the
problems that men have historically struggled with, but are now on-going struggles, that
are relentless and demanding” (“Interruptions”). The preacher’s role is that of prophet,
pulpiteer, and proclaimer for the church and political activist for the community.
Transition of Pastoral Leadership from the Church
Pastoral transitional experiences are not unique to the African-American church.
Pastors who serve in any denomination, large or small, mega or storefront, all eventually
transition. Among the major causes for pastoral transition, Ralph Earle and Ken Wells list
“mutual agreements of termination, retirement, incapacitation because of illness or
physical disability, inability to function as a pastor, termination in the absence of mutual
agreement, and ministry related frustrations” (52). In addition to these reasons, Dean R.
Hoge and Jacqueline E. Wenger include interdenominational transfers, personal or
familial crises, personal or familial choice, professional advancement, or career changes
(1-2). If a pastor does not transition for one of the forenamed reasons, then death is the
inescapable reason (see Josh. 23:14).
News articles heighten awareness that pastoral transitions are also plentiful
outside the African-American Christian community. For example, in 2006, two ministry
leaders announced their retirements. One was the notable senior pastor of the Crystal
Cathedral in Garden Grove, California, Dr. Robert Schuller, Sr., who retired after a long
tenure spanning fifty years (Lobdell and Weikel). The other was world-famed evangelist
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and pastor Oral Roberts, who also served as Chancellor of Oral Roberts University, in
Tulsa, Oklahoma (Van Biema). Then, in the fall of 2007, the nation learned of the death
of D. James Kennedy, famed pastor of the Coral Ridge Presbyterian Church in Fort
Lauderdale, Florida, and creator of Evangelism Explosion (Pulliam). The retirement of
Schuller and Roberts and the death of Kennedy are examples of notable pastoral
transitions that occurred in the past two years.
While these headlines attract much attention because of the notoriety of the
ministry leaders and the close proximity in which the shifts, the retirements, and the death
occurred, the transition of pastors and other ministers is no longer an unusual
phenomenon. In fall 2008, Earle and Wells reported that an alarming fifteen hundred
pastors leave the ministry each month (52). The reasons these transitions occur in such
record numbers is a new anomaly. In years past, pastors typically served for very long
periods; however, according to Earl and Wells, “pastors reported high performance
expectations, frustrations with the ministry, emotional burnout, personal and moral
struggles, and disillusionment with the ministry as causes of high transition” (52-53). The
job-related stress, high demands placed on the pastor, and the lack of personal or
professional support lead to shorter tenures.
In addition to pastor-initiated transitions in ministry, involuntary requests are also
reasons for pastoral transfers. In addressing the issue of unwanted pastoral transition,
John R. Cionca shares the results of a national survey:
•
•
•

Nine out of ten pastors (91 percent) know three out of four others who
have been forced out the pastoral positions.
One-third of all pastors (34 percent) serve congregations who either
fired the previous minister or actively forced his or her resignation.
Ten percent of dismissed predecessors left pastoral ministry.
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•

Nearly one-fourth (23 percent) of all current pastors have been forced
out at some point in their ministry. In their most recent experience, 13
percent were fired directly, 58 percent were forced to resign, and the
remaining 29 percent resigned because of perceived, but not overt,
pressure. (167)

Working in the people service business is not an easy task. Sometimes churches make the
job of their pastors even more difficult than it has to be when the members place unfair or
insensitive demands on them. Reacting to the disquieting effects of ministerial transition,
James D. Berkley concludes contemporary preachers are still like “circuit riders living in
the land of the leaving [where] moving is a common experience” (8). As other vocations
have become places with high transitional traffic, so has the church.
Transition is a growing problem within non-African-American churches, and has
become a societal issue. The American society has become a transient one. Addressing
the alarming statistics, Dr. Fred Goodwind in an interview with Stephen Frazier reports,
“40 million Americans move every summer and the average American moves every five
years.… Transitions are systemic as well as societal” (“Interview with Dr. Fred
Goodwind”). Based on current reports, transitions are also pastoral. Transitions are
significant contributors to these movement statistics, and they are a growing part of the
pastoral process—and ethnicity does not neutralize the effects.
Traditionally, African-American pastors remain in the leadership role of one
congregation for most of their term of service. Many African-American pastors view
leaving the ministry as a final disruption that circumvents the completion of their work
for the Lord. Although death is not the only reason long-term pastors leave the pastorate,
death is a primary cause among the reasons for the transition of long-term AfricanAmerican pastors. A familiar adage in the African-American vernacular, which old
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preachers pass on to younger preachers, states: “Ministry is the only job where you don’t
retire out; you expire out.” Since black pastors also highly revere their ministry calling,
leaving the ministry is not something they readily do for reasons other than death or
incapacitation.
The teachings of the New Testament on faithfulness also ground many AfricanAmerican pastors’ attitudes. For many pastors, a passage such as Revelation 2:10, “Be
faithful [emphasis mine] until death, and I will give you the crown of life,” is an
unalterable command that charges them to remain in their place of service until death.
Hebrews 3:1-2 says, “Therefore, brothers and sisters, holy partners in a heavenly calling,
consider that Jesus, the apostle and high priest of our confession, was faithful [emphasis
mine] to the one who appointed him, just as Moses also was faithful [emphasis mine] in
all God’s house.” This Scripture teaches ministers that their lives of service are
partnerships with Jesus, who left his earthly ministry only after his death. For black
preachers, faithfulness is an innate reflection of their commitment to the Lord’s service.
The lyrics of some African-American songs also reflect the attitude towards
commitment of clergy and laity in service even when they begin to age. The Mississippi
Mass Choir sings, “I’ve been running for Jesus a long time and I’m not tired yet.”
Another excerpt from an old gospel song describes the attitude towards physical
infirmities or impairments as something those in service to the Lord encounter: “There’s
a leak in this old building and my soul has got to move” (Pace). These words imply that
the person was transitioning but not by their own choice. The words of Phyllis Hall,
composer of the hymn “He Knows Just How Much We Can Bear,” serves as a final
example of the black minister’s attitude toward service:
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Just praise His name although you’re burdened,…
These trials we must go through
Try to endure a little longer
And don’t forget that for each of us He cares
And He knows, Yes, He knows just how much we can bear.
The implication of the song is that though burdens are a part of life, God knows about
them and allows them. Anything that he allows the person handles with his help. Words
such as these encourage black ministers to embrace an attitude of suffering and enduring
in ministry service. The Lord knows when the minister has had enough and will respond
at the appropriate time to relieve the burden from the minister.
The Transition Process in the Church
Because the church is a living organism, it, like other living organisms, goes
through a cyclical process of progress, regress, death, and resurrection. In examining the
process through which the earthly church was born, the initial step towards its inception
came in the birth of Jesus. Jesus, the promised Messiah, transitioned from his place in
glory with the Father:
Christ Jesus: Who, being in the form of God, thought it not robbery to be
equal with God: But made himself of no reputation, and took upon him the
form of a servant, and was made in the likeness of men: And being found
in fashion as a man. (Phil. 2:5-8a)
Jesus did not come to earth as a man but as a child. He also experienced the transitions
associated with human growth. The Scripture says of him, “The child grew and became
strong, filled with wisdom; and the favor of God was upon him” (Luke 2:40). Then, at the
age of thirty, he began his public ministry. For three years, he lived on earth, called, and
taught the disciples. He ministered to the multitudes and was clear about his mission:
Jesus went throughout Galilee, teaching in their synagogues and
proclaiming the good news of the kingdom and curing every disease and
every sickness among the people. So his fame spread throughout all Syria,
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and they brought to him all the sick, those who were afflicted with various
diseases and pains, demoniacs, epileptics, and paralytics, and he cured
them. And great crowds followed him.… (Matt 4:23-25)
After proclaiming the good news, training the disciples, and ministering to meet the
needs of the crowds that followed him, Jesus ultimately fulfilled his earthly mission
through his suffering and dying on the cross. He transitioned through the stages of
physical growth and ministry development to fulfill his mission.
At this point, the disciples regressed. They were disappointed that Jesus was not
bringing the kingdom to earth as they thought he would. From a natural vantage, the
cross of Calvary was a place of defeat, but the transition from the cross to the victory of
resurrection tells a different story (Matt. 27). Fifty days later, the Church was born (Acts
2). Although Jesus transitioned from the earth, he had laid the foundation for the Church
and prepared the leaders to continue the work.
The process of transition for the contemporary church means identifying and
acknowledging that a change event has occurred. The transitioning of the pastor is
tangible change event. Congregations will often be upset or panic at the news that the
pastor is leaving; however, Hahn recommends that a congregation should give the
pastoral transition event neither a positive nor a negative value. The pastoral transition “is
simply a fact.… (It should not be) bemoaned as a problem, or bewailed as an evil” (1).
The initial response is usually a negative one, and some leaders, members, or even the
pastors themselves may be in denial. However, in the transitioning process, as the church
enters the place of greatest uncertainty, tuning in emotionally, spiritually, and
intellectually is imperative. During their time of transition, the theology of the
congregation, their sense of the sovereignty of God, and their perception of how God
raises up new leaders are factors that contribute to the positivity or negativity of their
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experience. When members face transition and address their feelings, they can also
discern what God speaks and can internalize and process the meaning of the transition,
even if over time.
After recognizing that the transition event has taken place, John P. Kotter notes,
“Communicating the change event is the next important step, especially in crisis,
potential crisis, or opportunities that are very timely” (3). Seriousness and timeliness are
important matters in the transition process as well as communicating and holistically
identifying what the pastor means to the church—the person, the position, the place, and
the power that the pastor has in the life of the church and congregation. This
congregational assessment is especially important in the black church: “AfricanAmerican clergy, in particular, are involved in a multitude of ways in assisting their
congregation members and ensuring their spiritual, emotional, and physical well-being”
(Taylor, Chatters, and Levin 115). Therefore, the impending transition is not a small
matter. Addressing the concerns of members that the transition creates in each of these
areas is essential.
Since transitions are change events, at this stage sensing the problems and
weaknesses is also important. Taylor, Chatters, and Levin make this observation about
the Black church:
The church represents a special and sacred community that comes together
to worship God in word and deed. On the other hand,… churches, as
human organizations, sometimes fall short of that ideal. The [Bible] warns
against a whole host of negative interpersonal behaviors, including
quarreling, jealousy, and outbursts of anger, factions, slander, gossip,
arrogance, and disorder. (173)
Realizing that the pastoral transition process may evoke negative emotions and behaviors,
the church should anticipate addressing the unresolved issues, unhealed hurts, and
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unanswered questions that members experience. Sometimes members knew what was
happening right away, but others found out over time. Therefore, information sharing was
not enough. Affecting a communication process where all members received information
in a timely and consistent manner was the better course of action. Having such a system
circumvented some negative feelings and reactions. Rosabeth Moss Kanter suggests
acknowledging the change event has occurred, then, sensing that both the need to address
issues surrounding the change and creating opportunities for dialogue are essential to
effect a positive transition experience (1-2). Having such a system also helped members
to feel that the church governance made sincere efforts to value each member and keep
them informed of the transitional events.
As a church develops plans for handling transition, acknowledging that in
addition to being a spiritual or religious institution, it is also a business helps in the
process. Business consultant Debra Meyerson says organizations should consider that
change occurs in two ways: “‘drastic actions,’ which happens quickly and often involves
significant pain, or ‘evolutionary adaptation,’ which happens over time, and by contrast is
gentle, incremental decentralized and over time produces a broad and lasting shift with
less upheaval” (3). The change event and having a transition plan in place were the
determining factors in how the transition process happened. If a church chose to be
proactive, a transition team developed a strategic plan over time in anticipation of
pastoral transitions. Although some members and leaders perceived that having such a
team was negative because the transition had not yet happened, preparation for the
inevitable was less disruptive and less painful because the team had time to plan, prepare,
and process the transition event.
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In making most business decisions, timing is usually a factor. In business,
changes that happened using the evolutionary approach were more effective because this
approach acknowledges that all change takes time to process, but not all evolutionary
changes take thousands of years (Meyerson 10). Therefore, when businesses anticipated
change, they were more apt to respond proactively rather than reactively. Oftentimes, the
church has been reactionary, as in the case of most pastoral transition. The church has not
addressed the ramifications of the transition in a timely manner. Transition is never easy
because people make serious investments in that about which they care. They sometimes
do not know how to shift or release their investments. Advance planning in anticipating
what the church needs to do when pastoral transitions occur is one of the keys to a
successful transition process.
Jesus’ coming to earth presents an example of transition through advanced
planning. By the preordained plan of God, Jesus transitioned from heaven to earth, left all
the glory that he had known, and, at the appropriate time, started a ministry. Although he
only stayed in earthly ministry for three years, he implemented a strategy for planned
development. Then he transitioned from this life, the work he had done, and the people
with whom he had connected. His model of transition planning serves as an excellent
prototype for the Church. God is a God of process, and in the process of time, everything
transitions.
The impact of transition on founding pastors. The transition of a pastor is
never an easy experience. The pastor’s transition is the ending of a job, and at the same
time, the ending of a life experience and, sometimes, a lifetime of experiences. The
founding pastor’s transition is emotionally, physically, spiritually, and relationally more
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complex. The term founding pastor was not one used until recent years. Most churches
had denominational connections in early years, so the starting of a church was usually the
effort of a group of people who banned together, usually in a prayer group. Even if the
pastor was a part of the group, he or she was still called and served at the group’s
appointment or request, rather than being an individual starting a church and bringing
people together to support it.
In response to the development in recent years of churches with founding pastors,
James W. Moss, Sr. describes how “founding pastor” should be defined: “Founding
pastors are pastors who start the ministry, have permanence in their pastoral role, and 80
percent of the people have arrived since that pastor [started the ministry].” Founding
pastor is a contemporary title used as independent churches have developed over the past
twenty years. The founding pastor usually makes a significant investment of time and
money.
In recent years, many founding pastors have left mainline denominations because
of disgust, disappointment, or disillusionment. Over the last twenty-five years, many
black pastors, such as the ones in this study, chose to start their own ministries. In the
face of difficulties in ministry, white pastors often decide to leave the ministry and enter
other vocations (Earle and Wells 52-53). Black pastors usually choose to start over again
in ministry. While starting fresh may be exciting and energizing, founding pastors need to
be aware, as Carter McNamara warns in his article “Founder’s Syndrome: During the
Tenure of Founder,” that they are subject to an organizational disease that he describes as
Founder’s Syndrome (1). Although McNamara uses the term in his work with secular
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nonprofits, the symptoms are also applicable to the spiritual nonprofit organization—the
independent African-American church.
Two conditions are usually conducive for this disorder to develop in an
organization. According to McNamara, the first is the organization being personality
centered rather than system and structure oriented (“Founder’s Syndrome” 4). When a
person starts a church, the people who join the church typically come because of the
personality of the pastor, the mission, vision, and or goal that the pastor articulates. Over
time, the pastor’s influence heightens as the relationships develop and the pastor
preaches, teaches, and helps members to grow spiritually. Stephen R. Block and Steven
Rosenberg contend that by virtue of the “founders’ position of influence [they have both]
privilege and power” (354). The founder has the vantage point to exercise control over
the organization and sway members’ attitude and actions. The relationship of founding
pastors to members of their congregation may affect all phases of the members’ lives.
When pastors provide services such as counseling in crisis, performing marriage and
baby blessing ceremonies, and attending various family functions, involvement in
members’ personal and spiritual lives further endear the pastor to the members.
Frequently, African-American churches also become family-centered churches because
of the biological connections of members. These conditions cultivate fertile ground where
Founder’s Syndrome germinates and grows.
The second condition McNamara shares in his discussion that is conducive for the
development of Founder’s Syndrome is that “the organization fails to center its operation
on its purpose” (“Founder’s Syndrome” 4). Block and Rosenberg also affirm, “[T]he
driving force for policy and program development for any nonprofit organization is its
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mission” (362). The organization staying purpose or mission oriented is imperative for its
success. Habakkuk 2:2 says, “Record the vision and inscribe it [emphasis mine] on
tablets that the one who reads it may run” (NAS). The Lord instructed Habakkuk to write
the instruction that he was giving him on tablets, to write the vision so that clear
instruction would be a visible, present reminder of what the Lord said that his servant
should do. The second part of the instructions addresses the reader who is a runner, one
that is on the move, serving as a courier (Zodhiates 107). The pastor receives a vision and
instructions from the Lord. As the pastor begins to work to bring the vision to fruition,
the pastor is one who is as a runner. If the pastor fails to write the vision for the ministry
and keep the vision visible, the pastor often loses sight of the purpose of the church.
Losing sight of mission increases the development of Founder’s Syndrome.
The impact of transition on long-term pastors. Long-term pastors, for the
purposes of this study, are persons who lead churches for at least twelve years. In the
independent Black church, pastoring one church for more than ten years is an indicator
that pastors were on their way to tenured positions. However, in examining the tenures of
most pastors who have pastored one church, their records show they usually pastored for
significantly more years. One example of the transitional experience of a long-term
pastor is the former pastor of the Riverside Church, Manhattan, New York. His
transitional experience was not a positive one.
In September 2006, Dr. James Forbes announced his retirement. “After reaching
the age of seventy,” James Barron reports from an interview with Forbes, “Forbes
decided he wanted to do something other than pastor.” Though he was the pastor of one
of the most prestigious churches in America, his time of service was with some regrets
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including allegations from those who challenged his leadership style and questioned his
management of the church’s finances. In a subsequent interview with Eric Konigsberg,
Forbes says, “some of the reported problems related to conflicts in management and
desired preaching styles, church governance, race, class, theology, and the future
direction of the church.” Forbes’ stay at Riverside was a mixture of successes and
failures. Although noting the failures seemed a sad ending to a noble ministry, Forbes
said of his contribution that he is proud of his time at Riverside because of the increase in
membership and the energizing of the church to a “go-venue” (Herlinger 11). When
pastors are cognizant of their own record of accomplishments and decide on their own
timing, the transition experience can be better. However, Cionca cautions pastors, “Other
people resent this stage in the pastor’s life” (229). Pastoral transitions eventually happen
to all pastors. Forbes made plans for his future and looked forward to beginning his new
ministry journey.
Despite Forbes’ accomplishments, years of service, and age, his decision to retire
adversely disturbed some members. They did not want to let go. In their work on pastoral
transition, Thomas P. Sweetser and Mary Benet McKinney identified “letting go” as one
of the keys to effective transition: “‘Letting go’ involved looking ahead instead of
behind” (12). Dr. Forbes was able to let go; the congregation was not. Kognigsberg
reported that Forbes was optimistic as he retired. The pastor’s leaving was not as positive
an experience for the congregation as it was for the pastor. In spite of the less than
favorable atmosphere when he left Riverside, his retirement celebration, with hundreds in
attendance, lasted for four hours, and was an extraordinary affair. Even when members of
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congregations may be angry or unsettled, they may still celebrate the pastor in spite of
their tears.
The story of the retirement of Rev. Dr. J. Alfred Smith, the highly esteemed
pastor of the Allen Temple Baptist Church in Oakland, California, portrayed a different
picture of what happened in the transition of a long-term senior pastor. Dr. Smith was
approaching his second retirement. In an interview with Smith, Zuri Berry describes the
events of Smith’s retirement:
“Smith initially tried to retire in 2001, because of personal family
problems. The deacons, however, refused to accept his letter of resignation
and facilitated arrangements to support him in the crisis.” Through having
a rich legacy of service and pastoring for thirty-seven years, he had
endeared himself to the congregation and the Oakland community.
Because long-term pastors serve for years and give so much, their contributions are
invaluable. In his vitae, Smith includes what his members say about him:
One of the parishioners echoes the sentiments of the church’s members
toward Pastor Smith and describes him as a ‘bridge-builder’ and a ‘fish of
many waters,’ man of human kindness, compassion, an advocate, a voice,
and a pulpiteer—who encourages those in need of healing, and a
challenger to those who are complacent.
Smith’s congregation loved and supported him because of the years and quality of service
that he gave to them and the surrounding community.
Congregations endear pastors for many reasons, including the time that long-term
pastors invest in the church. T. E. Rodgerson and R. L. Piedmont, say that members
esteem long-term pastors because “they have been active in salient spiritual events in the
life of the members: life transitions, (i.e., baptism, funerals, and baby blessings); times of
growth, (i.e., conversion, communion, accepting new responsibilities); and social
involvement, (i.e., joining a new congregation)” (518). As long-term pastors come to the
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time for transition, they find that letting go of a successful ministry is not without its
problems. The emotional and relational ties that have developed over years have often
become strong and are sometimes binding.
The Grieving Process
Pastoral transition is the severing of an established relationship—cutting away
from spiritual and communal connections. In his lecture “Succession: Making a Smooth
Transition,” Lyle Schaller describes tenured pastors as “the stability zone of the church—
especially needed whenever there is a major change in the church.” The transition event
creates the disturbance in the relationship of the congregation with their pastor. The
transition, first, affects the solidity of the church. The pastor, a major part of the church
organizational unity, is going away. Therefore, the pastor’s leaving contributes to the
grief and uncertainty that the church experiences. Then, the transition also affects the
relational connection between pastor and members. Pastoral transition necessitates
physical, spiritual, and emotional leaving. It signals the death of the relationship as it was.
In her article, Carolyn Mildner says, “Anytime people experience the loss of anyone or
anything of personal significance to them a type of death occurs.” The death of the
pastoral congregational relationship occurs on multiple levels. The church often gives
attention to the aspects of physical leaving in the transition process and often ignores the
emotional, psychological, and spiritual affects.
When one experiences death, a natural sequential feeling is loss. In her article
“Seasons of Life,” Margaret Beatty describes “loss as a given in life that happens to
everyone in various ways: loss of a job, a friend, a loved one, or a certain status in life,
and connects and intertwines life experiences.” The church is no exception to the
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experiencing loss. The transition of the pastor is a loss to the congregation that initiates
feelings of grief. Therefore, members need venues through which to talk about the loss of
the pastor and the ramifications of it while they also process and work appropriately
through their grief.
Causes of grief for church members include the circumstances that make the
pastoral transition necessary and the pastor actually leaving. When the pastor leaves the
position of spiritual leader as well as physically leaves the presence of the congregation,
members experience a sense of loss (White 21). Though people engage in a variety of
entering and exiting actions every day, they are not cognizant of these experiences being
ongoing routines (O’Brien 22). Therefore, the leaving or exiting of the pastor is a
considerable event that stirs up a plethora of emotions. The longer a person has
connection to a church, the more likely the person is to experience pastoral transition and
view it as an inevitable, if not routine, occurrence in the life of the church.
Emotional implications for the church. Because not all members have the same
degree of investment in the pastor or the ministry, pastoral transition affects each person
differently. The degree to which members form endearing or respectful relations with the
pastor, the extent they experience pastoral care from the pastor, the personal regard they
feel for the pastor, and the perception they have of the pastor as a spiritual guide are
factors that influence members’ emotional reactions during the pastoral transition. In
addition, the members’ attitudes toward their own spirituality and the meaning of the
church in their lives also influence their emotive engagement.
Feeling wounded is an emotional response felt especially among those members
who love the pastor and demonstrate their support of the pastor through faithful ministry
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service during the pastor’s tenure. Though information regarding the transition may be
given, misunderstandings or misgiving about the transition can still be injurious. Intense,
hurtful experiences, such as the transition of the pastor, may cause members to “feel
abandoned and angry as a result they may be angry with God” (Seamands, Wounds 62).
Though they have strong relational or spiritual connections, members may also be angry
with the leaving pastor. This wounding experience can affect members emotionally,
spiritually, and psychologically and often cause members emotionally to withdraw and
limit their interaction.
The experience of becoming the pastor of a church following the retirement of a
long-term pastor for D. Darrell Griffin was entering the “transition zone.” He equated his
experience to coming into a theatre after the movie has started. The events do not always
make sense (“Preaching in the Transition Zone” 10). During their time of adjusting, he
worked with members of the Transition Group Ministry to process their “transition zone”
experience. Over time, they identified seventy feeling words to describe their responses
to their pastoral transition experiences (“Preaching, Part II” 20-26). The words describe
feelings that were intense (e.g., bitter, disturbed, perplexed) and mild (e.g., unsettled,
aloof), negative (e.g., betrayed, hopeless, helpless, overwhelmed) and positive (e.g., joy,
relieved, comfortable, certain). Openly and honestly sharing feelings was not always
easy. Becoming aware that their feelings often recurred and shifted during the process
helped members to understand their transition experience.
Additionally, the congregation’s inability to identify their feelings, initial lack of
skills to express feelings, incapacity to share feelings honestly, expressing feelings in an
inappropriate manner, and the shifting of feelings throughout the transition process made
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negotiating the transitional process more difficult. Pastor Griffin assisted the church in
working through their personal concerns (“Preaching, Part II” 21). The relationship
between emotions and decision making is a significant one. In his article “Humans Are
Governed by Emotions—Literally,” Jonathan Potts purports, “Intense emotions can
undermine a person’s capacity for rational decision-making, even when the individual is
aware of the need to make careful decisions.” The transition process becomes more
complex because congregants felt different emotions as they passed through each phase
of change in the process.
Emotional reactions also stem from the stimulation of conflict, the upstaging of
the church and individual’s equilibrium, which the transition process often creates.
Norman Shawchuck and Robert Moeller concur with the findings of corporate
psychologists and acknowledge that church members express some of the same
emotional reactions, such as “aggression, compromise, withdrawal, avoidance, and
abandoned”(43-44) during pastoral transitions as in the transition process people
experience in other aspects of their lives. They also note that “members who displayed
these sentiments were particular causes for concern when they also exhibited the
corresponding behaviors: domineering, competitive, threatening, or accommodating” (4445). All members’ responses fall into one of these categories and behaviors follow these
patterns. During the time of transition, groups as well as individuals may demonstrate
these emotional response categories and behavior patterns.
Spiritual implications for the church. The transition of pastoral leadership is an
inevitable, inexplicably jolting, dream-shattering impetus of change in the life of the
church and is one of “the afflicting experiences that causes us [believers in Christ] to
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walk the plank of inconvenience, endure personal suffering, pain, or distress” (Hathaway
63). One of the primary dilemmas for members who encounter the transition of senior
pastors is the question of where God is in light of the trauma they are experiencing. If the
transition is a relatively problem-free process, members readily discern the presence of
God.
However, if the process does not flow as smoothly, the process hinders members’
awareness of God’s involvement. Spiritual discernment, the ability to assess people and
situations, character, and motives from a position of spiritual insight and intuition, is a
spiritual resource that helps members to sense the presence and will of God (Reynolds
35). Having discernment helps members to ask the right questions, to seek for the
answers in the right way, and to know when they have received the answers to their
questions.
In addition to discerning the presence of God, other questions that plague
members’ minds and cause spiritual difficulties include, “Was this decision the will of
God? Was the timing right? Who were persons authorized to respond on the church’s
behalf in the situation? Did those persons handle the situation according to biblical,
scriptural principles? Did the leaders align the process with the best practices that
reflected Christian character? Did the church grow positively because of the experience
and will we continue in spite of the experience? Which direction was the church to go
following the transition? How was the church to receive healing and help through the
process?” Often when a church is dealing with the transition process, the atmosphere is
not conducive to members liberally questioning and conversing regarding their feelings
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or concerns because some persons want to avoid confrontation at all cost, especially a
confrontation with truth.
During a national summit in 2003, three hundred African-American clergy
members discussed the state of the Black church. Among the criteria, they described as
“familiar dysfunctions of the Black Church,” four of the ten named dysfunctions related
to transitional issues: “fear of change, power and role conflicts, enmity between laity and
clergy, and over-dependence on pastors” (Coleman 1). Since pastoral transitions are
inevitable, addressing the concerns that transitions cause and the spiritual guidance that
the church needs must be a part of the process if the church is to function effectively and
efficiently during the process of transition.
Emotional and Spiritual Responses of Church Leaders to Transition
While emotional expression is a common trait among human beings, being
emotive is a particular gifting to African-Americans. Because they are naturally and
culturally expressive people, in the midst of a transition, which is a high source of
emotional trauma, pastors, and members must guard against being emotionally out of
balance and responding inappropriately. Dr. King gives an appropriate description of a
part of the quandary of transition:
The major problem of life is learning how to handle the costly
interruptions—the door that slams shut, the plan that got sidetracked, the
marriage that failed, or that lovely poem that didn’t get written because
someone knocked on the door. (“Interruptions”)
Pastoral transitions are major interruptions, and those involved in the process need to
keep emotions in balance for two primary reasons: (1) the possibility of internal damage
for the individual, and (2) corporate damage to the church as a whole.
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One biblical definition used to describe the church is as a family (Eph. 3:13).
According to Dr. Murray Bowen, a “family system” is an emotional unit whose primary
characteristics are the relationships that evolve through connection and the need for each
other (10). Churches are conduits for family systems. Members are parts of churches
because the church is the place where people connect and support each other. As they
matriculate within the family system, members interact. As they interact, people use
another system, the intellectual system, which is the capacity to feel, to think, and to
understand (31). When humans interact, even within the church family system, problems
sometime develop. Both emotional responses, where feelings are strong, and intellectual
reactions, where reason and logic may be the greater influence, result. In the church
family system, members and pastors experience both kinds of thinking, which according
to Bowen are “neither … good nor bad” (18). However, the way people think influences
their perception and responses. Therefore, being aware of different thinking modes is
critical during the transition process.
During transition, because of high investments of emotions, time, and interest in
the pastor, the church, and themselves, people tend to allow their thinking to be
influenced by their feelings and not necessarily by their minds. This method of thinking
creates “blindness, incapacity to see” (Oshry 46). When members cannot be objective or
rational and only see situations, ideas, or recommendations from an emotive rather than a
spiritual, logical, or reasonable vantage, the church will have difficulty resolving issues.
The church moves to a place that Griffin describes as “the ‘transition zone,’ the place
between where the members are mentally, physically, and spiritually and where they need
to move to as a result of the pastor leaving” (“Preaching in the Transition Zone” 11). The
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transition zone is a place of difficulty because although many members know why they
are in the place of transition, they do not know what to do while they are there nor how to
negotiate moving to where they need to be.
When members do not have a healthy sense of identity as it relates to the church
family, they lack a sense of belonging, which also inhibits their ability to see experiences
clearly and act appropriately. For example, in the midst of the transition process, if
conflicts arise and members’ reactions are emotive and expressive of negative feelings
such as anger, aggression, dominance, or betrayal, the presence of erroneous thinking and
failed understandings heighten the conflicts. If church provides no guidance to members
to channel or handle the feelings appropriately, the church may experience “endless
cycles of misunderstanding, wrongful damage and abuse, oppression, and annihilations”
(Oshry 46). In the African-American church, when the pastor or members have not
handled emotions appropriately, the result has often been church fights or church splits.
When members think their perceptions are the right ones, and especially when they think
their perceptions are the only ones, they cease to function objectively. The cycle of
blindness begins and usually intensifies. Mishandled emotions break church family unity.
When the family unity breaks, members typically find a way of withdrawing from
continual interaction. Bowen describes this response of a person who is a part of a family
system as “emotional cutoff” (271). In the church setting, members demonstrate their
emotional withdrawal in several ways: decreasing or ceasing (1) attendance at church, (2)
participation in ministry activities, (3) financial support, or (4) personal contact with
other members of church. When members are not present, do not participate, stop giving,
and stop interacting, they have physically disconnected themselves from the ministry and
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have emotionally withdrawn. Limiting or cutting off physical presence from the church
family often affects a member’s spiritual well-being.
In the time of conflict or crisis, members of the church respond emotionally,
physically, and spiritually. Spiritual responses are those thoughts, feelings, or actions that
reflect godly influence or Christlike character operating in one’s life. In the midst of a
transitional situation, one of the first and most frequently used responses, particularly
among African-Americans, is prayer, which is a means of connecting with God and
serves as a coping mechanism. In a study on the relationship between coping and prayer,
Taylor, Chatters, and Levin found the following: “For African-Americans, prayer is a
means of managing their spiritual life especially when a crisis confronts them or they are
seeking means of emotionally or literally handling a conflict” (93). Prayer for AfricanAmericans is a resource and continuously used tool during crisis. Since AfricanAmericans pray publically as well as privately, prayer is a tool that the church
collectively and members individually can access (64). When members pray, their prayer
petitions join with their faith that says, “God is making his people and his church to
become his design.” Corporate prayer is one of the African-American church’s responses
to conflict.
Another type of spiritual response is to see the time of transition as a time to grow
closer to God and mature (Sande, Schlaeper, and Van Yperen 21). African-Americans
have traditionally had a significant dependence upon and strong faith in God. Through
the transition experience, the church members trust God even when they may not know
what God is doing or may not understand why God is allowing the experience to occur at
either the time it happens or the manner that the process courses. As Seals affirms, God’s
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intention was never for ministries to die or “retire when the founder dies, retires, or
accepts a call to another location” (15). Therefore, the church is encouraged and
comforted through the realization that God is continually in control and is continually
working to bring about his purpose. This belief is rooted in the fact that God wants to
help; therefore, yielding and submitting are the job of the believer (Waters 88).
Especially in times of struggle, the Black church looks to the Lord. Trusting in God and
aligning with God’s purpose, while not yielding to misguided emotions or erroneous
thoughts, over time has resulted in growth and maturity in the corporate church and
within individual members.
During times of crisis, the church itself is also a spiritual resource for members of
African-American congregations. One of the fundamental beliefs of most AfricanAmerican churches is that the church is the gathering place for the people of God. The
Black church is a place where members believe they can connect with the presence of the
Lord. In fact, as Evans and McKissic describe the significance of the Black church, “The
primary reason blacks remained sane during the worst times was due to the role of the
church as the guardian of our collective identity under God” (10). The church as a
corporate body inculcates dependence on God, the search for solace and help from God,
and the idea of God as, in Clay Evans’ song and sermon, “the battle ax in time of battle
and shelter in times of storm.” Equally important for African-Americans is that the
church is simultaneously the place where the people meet in the presence of God.
Emotional Responses of the Congregation to Pastoral Transition
The loss of a pastor creates a void. However, in times of critical situations,
Edward H. Powley and Kim S. Cameron observe, congregants focus thoughts and actions
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in two directions. First, the church rethinks its identity, and second the church rethinks its
mission— organizationally, collectively, and individually (33). Functioning in the
absence of pastoral leadership is one of the most intense psychological, emotional,
physical, and spiritual phases the church may face; however, the church can stand on the
truth, that all the powers of hell will not conqueror the church (Matt. 16:18). Reading and
concentrating on the Word of God helps to stabilize members’ thoughts and outlook.
While leaving is certainly a traumatic experience for the minister, it is also
equally or even more distressing for the congregational membership. Members may feel
traumatized, powerless, or aggressive. When a change event occurs, such as the departure
or impending departure of the pastoral leader, this event initiates the beginning of the
transition process (Bridges 3-7) as well as the trauma. The onset of the anxiety, distress,
or shock often comes suddenly, even if the pastor or other governing leader gives subtle
hints or makes open announcements that the change is coming.
Additionally, members’ anxiety may heighten if members sense that they have no
guidance for what they should do next, nor knowledge on how they should handle the
change. In the absence of designated leadership, factions and interest groups frequently
try to usurp authority and propel their own agendas. Family systems’ expert Bowen
asserts that vulnerable members may make unwholesome alliances:
A two person emotional system is unstable in that it forms itself into threeperson system or triangle under stress.… As tensions mounts in a twoperson system, it is usual for one to be more uncomfortable than the other,
and for the uncomfortable one to triangle in a third person…. A triangle in
a state of calm consists of a comfortable twosome and an outsider.… In
periods of very high tension, a system will triangle in more and more
outsiders. (478-79)
While venting and talking with others regarding feelings or concerns is important, a
member talking to the right person in handling such a grave matter is equally important.
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Since engaging in conversations assists members in finding meaningful resolution,
members must choose wisely the person in whom they confide, prudently select the
context in which they discuss issues, and think about their desired outcomes. A public
forum, such as a church setting, creates endless possibilities for triangulating. The more
members seek those who are not spiritual or informed leaders or laypersons either to vent
to or to get information from, the higher the probability of miscommunication. Therefore,
before the change in pastoral leadership occurs, preparation of the congregation is
important to establish healthy means of communication and problem-solving, which
includes identifying legitimate sources of information.
In addition to honing effective communication skills, the church membership
needs to prepare spiritually, emotionally, and psychologically to negotiate through the
transition process. First, the congregation comes to understand that the retirement of a
pastor, or leaving for other reasons, does not have to be a negative experience. Instead,
the experience is an opportunity for “healthy separation” (Hotchkiss 40). Healthy
separation is a minimally traumatic severance. To minimize the possible trauma to
members, Hugh A. Whitesell recommends, “One of the steps the church governing body
developed was interventional transition strategies which addressed ‘identity, loss, and
change’” (1). Therefore, careful, systematic, strategic planning may minimize the
members’ sense of loss, help to create a holistic sense of identity, and develop a system
for effectively handling both corporate and personal transition. Having such a system
may facilitate the change as well as the transition in having a positive impact on the
congregation and on the health of the church.
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Transition ministry specialist David J. Roppel recommends that during the
transition process, the church remains cognizant of several factors: the needs (16) and
issues of trust (11) of the members of the congregation. Members may experience a sense
of betrayal when a pastor leaves them. Members, therefore, need to know their feelings
and desires matter. To address appropriately the members’ concerns, the church should
also consider the need for the church corporately to identify or redefine healthy mission
(6), a strategy for conflict management (12), and the current effectiveness and vitality of
the ministry (8). Healthy mission means that the church remains centered in who it is and
what it does, even in loss or absence of pastoral leadership. When problems arise,
opportunities are present to address concerns, appropriately and expeditiously. Finally,
the church must remain intentional about congregational involvement, communication,
and understanding as another pertinent consideration for transition.
Spiritual Responses of the Congregation to Pastoral Transition
Because many African-Americans have such a deep sense of spirituality, most
would resort to spiritual practices such as prayer, Scripture reading, or talking with those
whom they esteem as personal spiritual leaders or helpers. During the pastoral transition
period, most members express their feelings or concerns directly to the pastor. Even if
they do not agree with their pastor’s decision, many are supportive primarily because
they believe pastors pray about everything. Therefore, God has given them guidance
about the decision to make the transition before the pastor announces the event to the
congregation. Since many African-American congregants have a deep faith and trust in
God, they can affirm that no matter what, God will take care of them.
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Members attitudes about their access to God is one factor considered in their
spiritual response. A typical mind-set involves the pastor saying that God has directed
him or her, “so who are we to question the will of God?” The stance is that if something
is happening in the church, either God has ordered it, or he has allowed it. This attitude
toward approaching God at such times circumvented many members seeking spiritual
resolution.
In addition, their attitude about their inclusiveness in the church community
frequently prevents them from the verbal acknowledgement of their feelings in a group
setting (e.g., small group, business meeting, or Sunday school class). Because they do not
hear other members expressing their concerns during a planned or structured meeting,
most either deny having feelings or share their feelings only in a private or less public
setting. Some members feel a sense of hopeless because they do not have a
congregational spiritual support system coupled with their feeling that the majority of
members have little or no control or voice in the matter of the transition or what happens
afterwards.
Another way in which pastoral transition may affect the members is their desire to
avoid confrontations that might lead to conflicts. Confrontation with the truth can be a
catalyst to progress for a church in transition. However, members who have a history of
prior church membership, that is, they were not new converts at their present church of
membership, and had experienced negative conflicts in their previous churches, usually
desire to avoid confrontation at all cost—even confrontation with truth. Sometimes
members choose not to express their feelings because they think confrontation, especially
during crisis, contributes to a negative experience. Although parishioners usually
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welcome neither crisis nor confrontation, Powley and Cameron say, “Crisis had the
potential to reorient the organization members to the core purpose of the organization”
(53). The church asking a few questions and honestly answering them will help the
congregation to be re-centered: Who are we as a church? Why are we here? What is
God’s purpose for this experience and us? The congregations could ask these questions
because the issues of pastoral transition confront them.
When a church deals with the transition process, the atmosphere is often not
conducive for members to ask questions freely or converse openly regarding their
feelings or concerns. For instance, if individuals ask questions or express opinions, others
might view them as interfering in something that was not their business or see them as
gossiping. One means of determining the thoughts, feelings, reactions, questions, and
desires that members experience during a pastoral transition is through the use of focus
group sessions. Focus groups, according to Alice Updike Scannell, are beneficial in that
they provide opportunities “for guided discussion, which generates information,
clarification, and evaluation of experiences in an organizational setting and for building
community when people get to know one another” (69). Focus group session
methodology encourages participants to express their feelings or concerns and protects
them as they do so. Another advantage of a focus group setting is that members may give
clues to their emotional responses. As Chad Hall points out, “Face to face you can gauge
emotions by watching body language” (3). In contrast to church business meetings, where
members primarily receive information, focus group sessions provide opportunities for
guiding members in disclosing issues, thoughts, and concerns for members exercising
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freedom in expression and for recording nonverbal behaviors, which help to inform
leaders of how the transition process is affecting the members.
The Impact of Crisis on the Ability of the Church to Minister
Because of the systemic nature of the African-American church, pastors fill a
unique need, and their absence creates a void. Historically, the burden of leadership has
rested on the shoulders of the pastor. In many instances, the pastor was the only full-time
clergical staff person; therefore, the pastor was the most accessible and familiar person to
the congregation. Black pastors are an integral part of the life of the church because of
their relational personalities and connections to the families of the church and
community.
One mark of an effective leader, according to Ted W. Engstrom, is the ability to
delegate, which “means entrusting responsibility and authority to others and creating
accountability” (146). Although many African-American pastors use assistant or
associate ministers as a part of their leadership team, they are usually pastoral support
persons who have both limited responsibilities and authority. The senior pastor does not
necessarily train assistants or associates to become senior pastoral leaders. Although
Jesus’ ministry with his disciples modeled shared ministry (Matt. 10:1, 8; Luke 9:1-3), he
taught them, equipped them, and sent them out to do the work. He also prepared them to
lead and continue the work when he left the earth (Matt. 28:18-20; Acts 1:8). Shared
ministry leadership has evolved in recent years; however, in the minds of most AfricanAmerican church members, no matter how many assistants or associate pastors serve the
church, they still esteem the senior pastor as the pastor. For many members, balancing
the place of respect, loyalty, and esteem for the pastor forms a tension with allowing
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other ministers of the church to share in giving members pastoral care or in performing
leadership responsibilities.
Because members esteem their pastors so highly, when the church faces the
transition of pastoral leadership, it faces crisis. The transition causes “a discontinuity of
time, relationship, and attachments” (Powley and Cameron 22). As a result, the
congregants are in need of personal and communal ministering. However, in research on
organizational change and building productive communities, Peter Block concludes that
people are “reluctant to receive help or admit their weaknesses” (1). The research
findings of John Arnett Brown concur with Block and address the diminished attitude of
African-Americans towards seeking mental or spiritual assistance:
1) [I]f they seek help for a variety of mental health problems, the church is
the primary outlet for them; 2) were less likely to seek help than other
people groups; and 3) were reluctant to seek help for emotional or mental
health needs as opposed to them more readily seeking help for physical
challenges. (2-3)
When African-Americans seek spiritual counseling, the pastor is the most likely source
for that counseling. However, during pastoral transition, members may not be able to
access the pastor, their most likely source of crisis assistance. In most churches, the lack
of an organizational support system to help members to process the trauma creates a
tension in the church’s ability to continue at the same level of ministry performance.
Creating systems for addressing members’ needs and concerns is an integral step
in congregational preparation for transition: “The designing of activities to deal with the
process around change in institutionalized church life is intentional, not accidental”
(Macduff 9). Intentionally involving the congregation in the process and listening to their
concerns is imperative. Floyd H. Flake, Elaine McCollins Flake, and Edwin Reed
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recommend ensuring that a part of the management practices of the church is a construct
that opens the channels of communication in which members know their input is valued,
considered, and utilized, resulting in increased member participation (62). If member
validation and involvement are institutional practices, then the procedure is already in
place and does not have to serve only as a crisis-intervention strategy.
Another means of increasing members’ involvement in the transition process
while minimizing the disruption of church life and ministry is to engage them
intentionally in creative thinking, problem-solving activities or forming a transition
ministry group (Griffin, “Preaching, Part II” 20). The presence and work of a transition
team or other groups that function to bring members together give the members
opportunities to share possible solutions to problems that confront them in the transition
process.
The Macedonia Church of the Living God located in Leesburg, a small town in
Central Florida, transitioned with very little difficulty after the death of the founding
pastor. The assistant pastor, Dr. Shelia Y. Smalley, shared a part of their story during a
telephone conversation in March 2009:
My aunt, Dr. Lula P. Richardson, wisely appointed my mother—now
Pastor Juanita Smalley, to serve as assistant pastor when Dr. Richardson
began the ministry. Assistant Pastor Juanita served faithfully for forty-one
years (1954-1995). At the transitioning of the founding Pastor, Dr.
Richardson, in 1995, the church wholeheartedly supported the installation
of Elder Juanita as senior pastor.
Succession planning was an asset. The transition was successful because the congregation
knew that Elder Smalley had been faithful, working beside the founding pastor, and her
spiritual life, skills, and wisdom conveyed that she could lead the church. Additionally,
they trusted the wisdom of the founder and accepted her recommendation.
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Through activities, members worked together, helped to resolve congregational
issues, and supported each other through the process to encourage what Powley and
Cameron describe as “liminality, the time following a traumatic organizational incident
where operational processes are interrupted and social relationships are damaged” (25).
The transition of the pastor is a traumatic organizational incident that interrupts
operational processes (e.g., pastor/congregation relationship, chains of authority, decision
making, worship experiences, business functions) and damages social relationships (e.g.,
interaction, involvement, support, participation). Encouraging continuing practices of
inclusion, open communication, information sharing, and attentiveness minimizes some
of the stressful pain members feel surrounding pastoral transitions.
The transition of the senior pastor affects the ability of the church to continue
effective ministry in another way. While members grieve, they may not be able or may
choose not to continue in ministry participation. David Straker explains what occurs in
the grieving process: (1) a disruptive event; (2) cyclical rather than linear grieving; (3)
repetitively and sometimes simultaneously experiencing the grief phases (e.g., denial,
anger, bargaining and depression); (4) a roller coaster effect, going up and down through
the grief emotions; and, (5) being stuck in one phase and unable to move. Being active or
continuing at the same level of commitment may not be feasible for members who are
negotiating the effect on their emotions that loss causes them to experience. Reacting to
their emotional selves hinders or alters the members’ attention to the church ministry.
While members matriculate this process, they may pay more attention to themselves than
to the ministry.
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Comparing congregational members’ feelings and contextualizing their
experiences with pastoral transition illustrates that they may also experience the grieving
process as they experience the transition process. Pastoral transition, the change event,
disrupts the stability of the church environment. Because the transition is a process,
members experience cyclical rather than linear grieving. Some members deny the
transition is occurring. Some members become angry with the pastor or God that the
transition is occurring and may attempt to bargain to circumvent the completion of the
transition event. The members experience a myriad of emotions, repeat the cyclic loops
and previous actions (i.e., avoidance, immobilization, bargaining, testing) like person
who grief due to physical death or other tragic losses. Changes in participation,
involvement, support, and interests are indicators that the transition is influencing the
members’ ministry focus. Some members sometimes choose going backwards to a more
comfortable time in order to delay the time before the bad thing, the pastoral transition,
happens in an attempt to avoid the final phase of the process—acceptance of the
inevitable.
Research Design
This project was a phenomenological qualitative research design exploring the
impact of crisis, transition, or loss of pastoral leadership, using predominantly qualitative
measures: survey, a problem-solving scale, and open-ended questions that incorporated
triangular mixed methods of supplementary quantitative measures.
The demographic data assisted in gaining pertinent knowledge of the participants
in this study (i.e., membership history, age, support of the church through service, giving,
and participation in ministries). The analysis of the data from the officially designed
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Religious Problem-Solving Scale showed how participants made decisions and whether
their orientation toward decision making was collaborative, self-directing, or deferring.
This information helped to assess the church’s decision making skills levels and
demonstrated whether members needed further training in solving problems in order to
create a balanced approach to decision making as members worked together in the
transition process.
The focus group sessions created communication opportunities for members to
talk and hear each other and for the facilitator to listen to their input. The design of the
qualitative questions was to explore (Scannell 69) how change, loss, and transition
affected each participant emotionally and spiritually. Through open discussions in a
nonthreatening atmosphere, members built camaraderie and learned that the group valued
their feelings and input.
Summary
Crisis events are those grave situations that occur without prior notice. Transition
is the process that moves people from a change event through a series of steps, ending in
a phase, working through the in-between time, and creating newness in their life—new
energy, new identity, and a new sense of purpose (Bridges 3). Loss was the tangible and
intangible sacrifice that people suffered because of change or transition.
Ideally, each of these events would only happen a few times in life.
Unfortunately, crisis, transition, and loss have become regular occurrences throughout
individuals’ lives, even in the life of the church. Among the many complexities of dealing
with issues related to transition, the transition of a church leader often places the church
in a position of crisis. While nothing alleviates all the pain of moving from the familiar
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leadership to the new pastoral leader, some intervening measures, such as early
identification of emotional and spiritual feelings and responses, serve as ointments of
healing. Since this study raised the consciousness of the existence of problems associated
with transition, then preventative measures may help the church to become panic proof in
the face of crisis or loss while moving toward a better continuum of ministry
effectiveness.
The literature review supports that all churches experience pastoral transition;
however, independent African-American churches experience unique problems during
the pastoral transition process. Because pastoral transitions are inevitable, addressing the
concerns that transitions cause and the spiritual guidance that the church needs, must be a
part of the process if the church is to function properly. Members often sense a void or
disconnect in relationship to the church, the pastor, and other members of the
congregation. However, when churches recognize that effective transition within a church
is a multifaceted process dependent on cooperative efforts of pastors, lay leaders, and
members who use efficient methods of communicating, governing, and addressing needs
of the congregation and clergy, then successful pastoral transitions can result.
During pastoral transitions, members may experience confusion in determining
the right decisions, correct actions, and appropriate responses. However, the membership
of most African-American churches consists of people who are accustomed to being
emotive and well acquainted with the struggles that shape and influence them
emotionally and spiritually. One means of providing opportunities for members to
disclose their feelings, ask their questions, and express their concerns as they reflect on
their experiences with pastoral transition is through questions asked in a focus group
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session. Some members may view this questioning as confrontational. Although
confrontational questioning creates tension, questioning in the transition process presents
opportunities for congregations to hear and tell the truth, so that they may move to new
and appropriate attitudes and actions. God’s plans are not always in alignment with
members’ feelings, but their spirituality is a vital influence in how they negotiate the
transition process.
One of the descriptors of the church is the body of Christ. The church, like the
physical body, sometimes experiences traumas that cause it to hurt or become
incapacitated. The transition of a pastor is such an event that creates hurt and, many
times, incapacitation. The wounds that result from this particular type of hurt are
sometimes deep and extremely painful. Because the church members are the ones who
remain after the pastor transitions, they are the ones who may hurt the most. They are
also the ones often neglected in the transition process.
A wound when left unattended is subject to infection and can be the source of
even greater pain or crippling or damaging effects that, over time, can lead to death. The
church body left unattended during a serious event such as the transition of the pastor
suffers wounding. The study investigated the effects of a transitional event on the
members of the church and raised consciousness of the need for preventative and
intervening measures that help churches to remain healthy, especially in the midst of
pastoral transition.
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CHAPTER 3
METHODOLOGY
Problem and Purpose
Any person who has a stake in the church and experiences the transition of the
pastoral leader comes to the same conclusion: The transition did not just happen to the
departing pastor; transition also happened to the church members (White 46-48). When
an independent African-American church having a founding senior pastor or long-term
pastor faces transition, the tendency is to attend primarily to the process of the exiting of
the existing pastor and entering of the succeeding pastor. However, the third entity
needing significant consideration in the transitional process is the congregation. Dealing
with issues related to pastoral transition is a difficult and complex task that requires
skills, support, and patience if the congregation is to negotiate the process successfully.
Although the leaving pastor or a lay leader usually informs the congregation that the
transition is to occur, the person sometimes makes the announcement in a callous
manner. The problem is that even though the primary intention of the announcement is to
inform, the announcer and the leadership may not necessarily regard the congregation’s
feelings or the effect the transition will have on them emotionally, spiritually, personally,
individually, or collectively.
Since most independent African-American churches having founding or longterm pastors do not change pastors frequently, on the rare occasions when transitions are
necessary, the impact of the pastor’s transition on the church is often devastating. Unlike
some denominational churches where pastors transition regularly, the congregations of
independent churches, specifically congregations where pastors have served twelve years
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or more, have no frame of reference or experience for resolving issues related to the
transition of pastoral leaders. Many congregants, even those who are in support of the
pastor’s decision to make the transition, have mixed emotions. In his article, Gerry
Teichrob identifies the myriad of responses congregants experience as “loss, need to
grieve; decrease in attendance, volunteerism, and financial support; tension, conflict, and
struggle; governance challenges; and emergent of old and new ideas.” Suffering loss,
grieving, decreasing attendance, participation, or financial support, and increasing
tensions, conflicts and challenges in governance were indicators that the pastoral
transition was affecting the life and stability of the congregation.
Not only does the leader sometimes fail to provide the opportunity and the tools
for the congregation to express their feelings, in independent African-American churches,
oftentimes, neither the leaders nor the congregation knows they need to attend to the
congregation’s personal and corporate reactions to the transition process. In order to
understand how congregations respond emotionally and spiritually to the transition or
loss of a founding or long-term senior pastor, the purpose of this nine-month study was to
identify how selected African-American congregations in Central Florida have responded
emotionally and spiritually to the loss or impending loss of a founding or long-term
senior pastor.
Research Questions
Pastoral transitions are inevitable phenomena that occur in the life of every
church. Among the many reasons for pastoral change are death, retirement, professional
advancement, personal crisis, and physical or emotional incapacitation. Sometimes the
termination is with mutual agreement. Others times, the termination is without mutual
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agreement. No matter the reasons for the pastoral transition, members experience the
transition and sense a myriad of feelings—whether they agreed with the transition or not.
Four research questions guided this study to determine how members of congregations in
independent African-American churches having founding or long-term pastors responded
to the transition of those pastors and what spiritual or emotional responses indicated their
feelings.
Research Question #1
What were the spiritual and emotional responses of members of AfricanAmerican churches having founding or long-term pastors during pastoral transitions?
In order to identify the significant indicators of emotional and spiritual responses,
participants in the focus group sessions answered questions using words that expressed
their feelings. Responses to Focus Group Question #1 (FGQ 1) and FGQ 2 generated
words whereby participants expressed their feeling about change and how each handled
change. Two aspects of their responses were important: the number of times participants
used the same feeling words in their responses and identification of the feeling words the
group used most frequently. Responses to FGQs 3b and 6 allowed participants to express
how they specifically responded emotionally and spiritually to pastoral transition.
Emotional responses included positive expressions (i.e., joy, affirmed, encouraged, and
esteemed) as well as negative expressions (i.e., resentment, nervous, afraid, and angry).
Spiritual responses included praying, reading Scripture or studying the Bible, attending
worship experiences with other believers, or supporting the ministries and activities of
the church.
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The design of Research Question #1 (RQ 1) demonstrated which words the
participants used to express their emotional response(s) and which spiritual resources
participants were aware of and accessed when they faced the transition of the founding or
long-term pastor of their church.
Research Question #2
In what ways were the members of African-American churches with founding or
long-term pastors able to express their spiritual and emotional responses to pastoral
transitions?
When people had feelings in response to a traumatic or crisis situation in their
lives, whether those feelings were positive or negative, the individuals expressed them in
different ways. Some people were very cognizant of their feelings and wanted to talk.
Others were stunned and thought they did not have adequate vocabulary to express their
feelings. Some people were able to seek support. Others felt helpless, isolated, or
confused and did not have clarity regarding what they should do in response to the crisis.
Prior to the crisis, members of the congregation, by virtue of their membership in a
church, had access to and awareness of spiritual resources that they could have used to
help them. FGQs 2, 3, and 6 afforded participants the opportunity to express their
feelings through verbal and nonverbal responses, which at times included audible
utterances. Responses to the Religious Problem-Solving Scale (see Appendix A) also
revealed their ability to include spiritual resources in problem-solving. The design of RQ
2 identified which words, if any, members used to express their emotional response(s)
and which spiritual resources they engaged when faced with the transition of the
founding or long-term pastor of their church.
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Research Question #3
What were the most frequently expressed emotional and spiritual attitudes and
responses of members of African-American churches with founding or long-term pastors
during pastoral transition?
When people faced crisis or traumatic situations, they possibly engaged varied
emotional and spiritual responses. Emotional and spiritual responses varied numerically
and in the degree to which members felt them. Responses to FGQs 3, 5, and 6 provided
indicators of feelings the participants most emoted particularly as they experienced the
transition of a founding or long-term pastor of their church. The design of this research
question was to understand which descriptive emotional words and spiritual resources
members were aware of and which resources they accessed and utilized most frequently.
Research Question #4
Which selective church practices engaged before or after the pastoral transition
led to successful or unsuccessful transition for the members of the congregation?
When churches face the transition of a pastor, they sometimes have informal
practices or understood traditions in place, which may assist members of the
congregation. Some churches may have written policies or procedures that guide the
members through the transitional process. Boards of directors, transition teams, official
officers, or strong lay leaders may also influence the transition process. Alternatively, a
church may have nothing or very little in place that provides guidance to its congregation
in the face of pastoral transition.
The participant responses to the Religious Problem-Solving Scale indicated (1)
their orientation towards decision-making, (2) their reliance on God, themselves, or both
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when making choices, and (3) the participants’ ability to follow steps in problem solving
and their skills in discerning what was helpful when they made decisions. Then,
responses to FGQs 3, 4, and 5 ascertained their awareness of what church polity, church
practices, or leadership efforts were in place or developed during the process that
addressed pastoral transition. Finally, the design of RSQ 4 helped to determine what
practices affected successful or unsuccessful pastoral transitional experiences for
congregations.
Population and Participants
The population used in this research project was African-American churches in
the Central Florida area that had experienced the transition or was facing the impending
transition of the founding or long-term pastor. Each is an independent church having no
connection to the seven major African-American denominations. Their present leaders
were the founding pastors or pastors who had succeeded founding pastors.
The participants in this study were from five target populations. They were
members of (1) the New Covenant Baptist Church of Orlando, eighteen years existence;
(2) the El Bethel Temple Church of Jesus, fifty-two years existence; and, (3) the
Kingdom Family Church, two years existence, all located in Orlando, Florida. The other
participants were members of (4) the Rescue Church of God, Sanford, Florida, forty-eight
years existence, and (5) the Macedonia Church of the Living God, fifty-four years
existence, Leesburg, Florida. Three of the churches had been through pastoral transition;
one church was in the process of pastoral transition; and, participating members from one
church had been through pastoral transition that occurred in their former church. Persons
who participated in this study were intergenerational (ages 65 and above, 45-64, 20-44,
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and 15-19), African-American, males and females. All were members of the targeted
churches.
Design of the Study
The primary objective of this research was to determine which emotional and
spiritual responses congregants in independent African-American churches in Central
Florida having founding or long-term pastors most frequently thought of, accessed, or
used that reflected their feelings as they experienced the transition of their founding or
long-term pastors. After developing an initial understanding of the transition process for
pastoral leaders and the impact and implication of such a transition on their
congregations, the next step was to identify the emotional and spiritual responses that
members disclosed they experienced and expressed most frequently when facing a
change event such as the pastoral transition experience.
Data from three instruments in a phenomenological research qualitative design
using a predominantly qualitative measure, which also incorporated triangular mixed
methods of supplementary quantitative measures, were the means of exploring the impact
of change and transition of pastoral leadership. The design of phenomenological research
lent itself to participants articulating their emotional and spiritual reactions to the
experience of the departing or impending departure of a founding or long-term pastor.
Participants’ responses on pencil and paper, selected-choice response demographic
survey, selected-choice response Religious Problem-Solving Scale, and open-ended
questions presented in twelve focus groups across four generations were the means of
gathering data. The span of this study was nine months. Each church’s participation was
approximately eight weeks.
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Instrumentation
The primary instruments in this study were 102 researcher-designed, open-ended
demographic surveys, 102 officially designed problem-solving scales, twelve audio
and/or video recordings from twelve focus group sessions using six open-ended
questions, observer and facilitator’s field notes, and transcripts of the focus group
sessions. These sources provided the data to identify the significant indicators of the
participants’ emotional and spiritual responses toward change and pastoral transition,
their orientation style in solving problems, and the factors that affected their decisionmaking process.
The ministry exploration was a triangular study in a descriptive mode that utilized
a researcher-designed demographic survey, a Problem-Solving Scale, and six focus group
questions. The volunteer participants completed the demographic survey and the
Problem-Solving Scale. Eighty-five of the 102 participants also responded to the six
open-ended focus group questions.
Demographic data instrument. The survey was comprised of seventeen
questions (see Appendix A). The format of seven out of the seventeen demographic
survey questions (DSQs) 1, 3, 9, 10, 11, and 12 was selected response or multiple choice
answers. These questions addressed age range, ethnicity, church attendance habits,
members’ participation, and church support. The literature review findings indicate that
age, gender, ethnicity, commitment demonstrated through church support, and
involvement in activities are indicators of levels of degrees of emitting emotional or
spiritual responses to crises or change events that happen in the church.
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Seven questions (DSQs 2, 9a, 9b, 13, 15, 16, and 17) were single choice. These
questions addressed gender, length of membership at present church, attendance at
weekly teaching ministry classes, financial support, church governance, and experience
with a pastoral transition event. The design of DSQs 4-15 was to determine the levels of
members’ commitment and involvement in the church through practices, which indicate
an alignment with biblical teachings. The design of DSQs 16 and 17 was specifically to
determine whether participants had experienced pastoral transition and to understand
members’ perception or recognition of a transition event.
Seven questions (DSQs 4, 4a, 4b, 5, 6, 6a, and 6b) were opened-ended. The
design of these questions was to gather data on members’ present status of membership
and past church history. DSQs 6, 6a, and 6b also validated participants’ current church
membership.
Religious Problem-Solving Scale. The second data-collecting instrument was a
paper and pencil, eighteen question short form officially designed instrument, the
Religious Problem-Solving Scale (see Appendix A). Data from this instrument reflected
participants’ problem-solving orientation style and decision-making skills.
The three orientations identified on this instrument were collaborative, selfdirective, and deferring. In determining the participants’ spiritual responses, each style
reflected different degrees of individuals’ reliance on God as they solved problems. The
collaborative style reflected joint responsibility between God and the individual in
problem solving. Participants’ responses to Religious Problem-Solving Scale questions
(RPSSQs) 1, 4, 9, 11, 12, and 16 identified this style. The self-directive style emphasized
individuals’ responsibility to solve problems and their active role in problem solving
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using the participants’ God-given freedom and resources to direct their own lives.
RPSSQs 2, 6, 7, 10, 14, and 18 identified this orientation. The deferring style places the
responsibility of problem solving on God. Rather than individuals actively solving
problems themselves, they waited for solutions to emerge through the active efforts of
God. RPSSQs 3, 5, 8, 13, 15, 17 identified this orientation. Identifying these orientation
styles was helpful in understanding how members viewed God’s interaction in their
personal lives and in the life of the church. In problem solving, differentiating the
thinking posture of members as reflected in their attitude towards spirituality in their lives
and in the life of the church was useful.
The second type of data gleaned from this scale was the members’ orientation
toward problem solving. The six phases were (1) defining the problem, (2) generating
alternative solutions, (3) selecting solutions, (4) implementing a solution, (5) redefining
the problem after the participants reach a solution, and (6) self-maintenance (Thurston
347). RPSSQs 4, 10, 13, and 17 accessed participants’ ability to define the problem.
RPSSQs 9 and 18 addressed participants’ ability to generate alternative solutions.
RPSSQs 1, 3, and 14 assessed participants’ ability to select solutions. RPSSQs 5, 6, and
12 assessed participants’ ability to implement a solution. RPSSQs 2, 11, and 15 assessed
participants’ ability to redefine the problem. RPSSQs 7, 8, and 16 assessed participants’
skills in self-maintenance.
CHG Emotional and Spiritual Response Questionnaire. The third instrument
used to collect data was the CHG Emotional and Spiritual Response Questionnaire. The
questionnaire consisted of six open-ended questions (see Appendix A). In a focus group
session, each participant responded to each of the six questions. Participants self-
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determined and self-disclosed their experiences with change, crises, and transitions. They
used their own words to describe the emotions they felt or spiritual resources they
accessed or utilized while processing their experiences with pastoral transition. The data
drawn from this researcher-developed instrument assessed the significant indicators of
spiritual and emotional responses to change, crises, and pastoral transition.
A framing factor for this study was change. Since change is a part of the transition
process, the data from these responses helped to determine members’ cognitive
knowledge and language, which they used to express emotional and spiritual reactions. In
FGQs 1, 3, and 4, members self-disclosed their cognitive knowledge concerning change.
FGQs 1, 2, and 5 drew data on the participants’ self-disclosed feelings. FGQ 5 also drew
data about their spiritual responses.
A second framing factor for this study was “pastoral transition.” One of the
premises in this research study was that pastoral transition is an emotionally and
spiritually impacting event in the life of the congregation. Members’ responses to FGQ 3
and 5 reflected their cognitive knowledge of their experience with pastoral transition and
their ability to recall and articulate their experience. The data drawn from members’
responses to FGQ 3a included their cognitive knowledge of the process and effectiveness
of communication, identification of their self-disclosed descriptions of their emotional
and spiritual responses, and the language they used to describe their responses. FGQs 3b
and 4 also provided members with the opportunities to self-disclose emotional and
spiritual reactions and to express their self-determined discernment of what was helpful
and hurtful in the transition process of handling pastoral transition. The data drawn from
FGQ 5 reflected the participants’ ability to evaluate events that occurred in their
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experience within the transition process. FGQs 3, 4, and 5 also gave participants
opportunities to demonstrate their communication skills, their ability to self-disclose and
to identify emotional and spiritual resources, and the ability to self-direct.
The third framing factor was spiritual response to pastoral transition. The data
drawn from FGQs 2, 3, 4, and 5 also reflected participants’ identification of spiritual
responses, the spiritual resources they accessed or utilized, and the language they used to
describe those responses. The data drawn from FGQ 3, 4, and 5 reflected members’
cognitive knowledge of the transition process and their ability to discern and utilize selfdirective responses. Additionally, the data drawn from FGQ 2, 3, 4, and 5 reflected
participants’ identification of emotional responses and the language they used to describe
those responses.
Pilot Test
A panel of five experts reviewed the researcher-designed instruments for this
study. The first instrument was a demographic data survey comprised of seventeen
selected-response, open-ended, and forced-choice questions. The second instrument was
a researcher-designed focus group questionnaire that contained six opened-end questions.
Synthesized recommendations from the expert reviewers formed the criteria for
amendments to each instrument (see Appendix B).
Variables
The independent variables for this study were instruments used to collect data: a
researcher-designed demographic survey and an official-designed scale of problem-skills,
and intergenerational focus group sessions.
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The dependent variables for this research project were two populations: (1) the
New Covenant Baptist Church of Orlando, and (2) the four independent churches, in
which the members had experienced the transition of a senior founding or long-term
pastor.
The intervening variables, which affected this research project, were: (1) how
people think, (2) variations in coping strategies, and (3) context or culture of the church.
Reliability and Validity
One of the underlying philosophies of phenomenological study is that “truth and
understanding of life can emerge from everyday life” (Byrne). Phenomenologists believe
that humans are capable of sharing their own experiences. Using a variety of data
sources, data-collection procedures, and multiple observers in collecting and processing
information from participants helped the internal validity of this research project.
Multiple data sources were the means to collect information for this project: six volunteer
groups consisting of forty-one members from the New Covenant Church of Orlando, and
sixty-one volunteers from four other independent churches in the Central Florida area.
Multiple data collection procedures included gathering responses to (1) a paper and
pencil test—a researcher-designed demographic survey, (2) an officially designed
religious problem-solving scale, and (3) a researcher-designed questionnaire during semistructured oral interviews in focus group sessions. A fourth means of collecting data was
recorded observations and interpretations in a field notebook.
Participants responded to questions requiring different types of answers on the
researcher-designed demographic survey (see Appendix A): selected-response, forcedchoice, and open-ended. On the officially designed Religious Problem-Solving Scale (see
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Appendix A), the participants’ responses were forced-choice. On the researcher-designed
CHG Emotional and Spiritual Responses Questionnaire (see Appendix A), participants
answered open-ended questions shared in a focus group setting. Using a variety of
collection methods increased the validity of the results.
To increase the reliability and validity of the results of the research project, an
outside observer and the use of video and audio recordings assisted in notating the focus
group responses. Transcribed audio and video recordings as well as field notes were the
means of analyzing the responses to interview questions. In analyzing the qualitative
data, which assessed the indicators of spiritual responses and the sources the members of
African-American churches accessed or used in light of the transitional experience of a
founding or long-term pastor, a statistician calculated and interpreted the results. Expert
reviewers confirmed the reliability and validity of the researcher-designed instruments:
the CHG Demographic Data Survey and the CHG Focus Group Emotional and Spiritual
Response Questionnaire. The evaluation and recommendations of the expert reviewers
formed the bases for the final form of these instruments.
For this research study, the short form of the officially-designed Religious
Problem-Solving (Pargament 349) was the means of determining participants’ orientation
and their ability towards decision-making. The short form had eighteen questions with six
subscales, scored on a five-point continuum. The respondents’ answers ranged from
Never to Always. The short form used in this research measured high reliability.
Cronbach’s alpha coefficients demonstrated high internal consistency collaborative = .93;
self-directing = .91; deferring = .89; (348). The scale was helpful as a means of
determining participants’ use of religious practices. According to Pargament, Kennell,
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Hathaway, Grevengoed, Newman, and Jones, “the validity is high and measures
religiousness in area such as prayer, church attendance, adherence to religious doctrine,
and the importance and intrinsic of religion” (98). The results from the data collected
from this instrument indicated members’ orientation towards problem solving and
responsibility in decision-making.
Data Collection
Conferences with pastors of the four participating churches in this project and the
assistant pastor of the fifth church familiarized them with this dissertation study. The
pastors’ perspectives were not a part of the scope of this study; however, their support
and approval were necessary for church participation. They reviewed the data collection
instruments, and data information instrument, and gave permission for their churches to
participate (see Appendixes A, D, E, and F). The implementation of the research for this
project was the next step after securing a written affirmative response from each pastor.
Expert Reviews
Five expert reviewers received mailed copies of two researcher-designed
instruments the CHG Demographic Data Survey and the CHG Focus Group Emotional
and Spiritual Response Questionnaire, along with an Expert Review Evaluation Sheet in
mid-June 2009 (see Appendixes A and B). They reviewed the instruments to determine
their reliability and returned their reviews within two weeks. Their recommendations
were the bases of the refined drafts of the data collection instruments.
The participants in each of the five churches received a packet either by mail or in
person. The packet included (1) the CHG Demographic Data Survey; (2) the Religious
Problem-Solving Scale; (3) an instructional letter assigning their focus group meeting
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time and providing instructions for completing the survey and scale; and, (4) the Letter of
Informed Consent on which parents gave consent for youth participants (ages 15-18).
Instrument 1 Demographic Survey
On this survey, each participant responded to seventeen questions addressing
three types of data: DSQs 1-3 for demographic information (i.e., name, gender, and age),
DSQs 4-15 for church membership status (i.e., number of years of active membership)
and involvement (i.e., attendance, participation in ministries, and financial support), and
DSQs 16 and 17 for experience with pastoral transition. From January 2010 through
September 2010, as participants returned the demographic survey and problem-solving
scale, I inputted the data and synthesized the results onto an Excel spreadsheet.
Instrument 2 Religious Problem-Solving Scale (RPSS)
After initially receiving a phone call, then receiving an e-mailed request, Dr.
Kenneth I. Pargament gave written permission for the use of the Religious ProblemSolving Scale (see Appendix H). He mailed the testing materials packet to me along with
the instructions for administering the scale. During the execution of the project, each of
the participant groups received and responded to the problem-solving scale. Their
responses of never to always had a point value (1–5) using a five-point Likert scale. The
range of possible scores for each of the three subscales was six to thirty. The subscale
codes for responsibility of self or God in decision-making were collaborative (C), selfdirecting (S), or deferring (D). The subscale categories for scoring the six steps in
decision-making were (1) defining the problem, (2) alternate solutions, (3) selecting
solutions, (4) implementing solutions, (5) redefining the problem, and (6) skills in selfmaintenance.
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The method for analyzing the data collected on the Religious Problem-Solving
Scale was a threefold process (Pargament 349-50). The steps included (1) collecting the
instruments, (2) recording and validating the return of each numbered scale, and (3)
scoring each response sheet. After tabulating the results and obtaining a separate score for
each of the subscales, I recorded the frequency of responses to each of the eighteen
questions on an Excel spreadsheet. Determining the participants’ levels of competence in
problem solving, their orientation towards problem-solving and their level of competence
in decision making, included tallying the point value of each of the participants’
responses and coding questions according to the subscale.
After tabulating results and securing the instruments and the results, in mid-July
2010, I contacted a statistician. The statistician analyzed the data in October 2010 and
conveyed the results in November 2010.
Instrument 3 CHG Focus Group Emotional and Spiritual Responses Questionnaire
Six semi-structured questions used in audio and video-recorded focus group
sessions provided additional data. Volunteer members from each of the five churches
participated in a 1½-hour long session where each person had opportunity to respond to
all six of the questions regarding their feelings and experiences with change and pastoral
transition (see Appendix A).
From January through September 2010, recruitment efforts included consultation
with pastors, visits to churches, announcements to congregations, distribution of
informational fliers, and opportunities for participants to sign up. Pastors approved use of
church facilities, dates, and times for focus group sessions. Members participated in only
one focus group session held at each of the respective churches (Church A, January and
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May; Church B, February; Church C, March; Church D, July; Church E, September).
During the sessions, as each participant responded to the six open-ended questions asked
one at a time, their responses were both audio and video recorded. Facilitator field notes
and observer notes were additional means of collecting the data.
From January 2010 through October 2010, after each of the sessions, the next
step was inputting the data and synthesizing it onto an electronic Excel spreadsheet. In
July 2010, a statistician consulted with me on data analysis procedures. At the end of
September, the statistician agreed to analyze the data. In October 2010, the statistician
analyzed the data and returned the statistical report to me in mid-November 2010. The
data analysis formed the bases of the findings of this study.
Instrument 4 CHG Focus Group Emotional and Spiritual Responses Transcript
I prepared a transcript of the verbal responses from each respondent to each
question from the field notes (see Appendix G). Next, I listened to the audiotape or
reviewed the video recording of each session and edited the transcripts. Afterwards, I
synthesized the responses from the focus group sessions, summarized the results, and
inputted the information onto an Excel spreadsheet. Each of the observers also prepared
transcripts of the nonverbal responses they observed during the focus sessions.
Transcribing, synthesizing, and categorizing the data from these transcripts onto Excel
spreadsheets was the last step in the instrumentation process.
Data Analysis
The value of phenomenological qualitative design research with a predominantly
qualitative measure with the triangulation of mixed methods of supplementary
quantitative measures was that the research followed a methodical procedure in research
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organization, question design, participant selection, data collection, and data analysis.
According to Michelle M. Byrne, a researcher who follows a methodical procedure
correctly determines the outcomes that this kind of study confirms. The results of the data
collection procedures and the research study techniques were the determiners of the
significant indicators of emotional and spiritual responses of members of AfricanAmerican churches that experienced the transition of the founding or long-term pastors.
Ethical Procedures
In order to maintain the integrity of this research project, the identity of all
participants remained anonymous. I have maintained the confidentiality of interviewed
persons, and I made copies available of the transcribed interviews to each informant. I did
not share the findings from particular participating churches or members. In the reporting
of results, churches, pastors, and participants remained anonymous. I secured all data
immediately upon collection. The data remained secured until it was shredded. I did not
disseminate the results of the study.
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CHAPTER 4
FINDINGS
Problem and Purpose
Transition is a part of life experience. Individually, members of congregations
may often experience changes in their personal, professional, and spiritual lives.
Distinctive individual change events including salvation, discipleship, spiritual
maturation, and witness, are intricate aspects of the Christian faith and are foundational to
the person’s faith walk. When people come together as a worshipping community,
transition continues to be an integral part of their personal and congregational
experiences. In addition to the individual’s transitions, the church, in guiding the
collective community, experiences a number of transitions. One transition that all
churches face is the change in pastoral leadership. In light of the challenges that
congregations face when pastoral transitions occur, this study sought to provide insight
into identifying how members of African-American churches felt and what spiritual
resources they accessed to assist them when they experienced pastoral transition.
For independent African-American churches having founding or long-term
pastors, pastoral transitions present unique challenges. Establishing, initiating, and
implementing the process of selecting the new pastoral leader is one challenge. Equally
challenging is responding appropriately to the congregation’s reaction and the course of
action members engage during the pastoral transition. In order to understand how
congregations responded emotionally and spiritually to the transition or loss of a
founding or long-term senior pastor, the purpose of this nine-month phenomenological
study was to identify how selected members of independent African-American churches
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in Central Florida responded emotionally and spiritually to the loss or impending
transition of a founding or long-term senior pastor.
Contextual Historical Data
In order to assess the need for further study on the impact of pastoral transition on
African-American congregations in Central Florida, historical demographic data and my
prior knowledge resulted in a collection of contextual data (“Document Searches”).
Fifteen African-American churches in the Central Florida having founding or long-term
pastors, thirteen out of the fifteen had experienced at least one change in pastoral
leadership. One third of the churches, five out of the fifteen, had experienced the death of
the founder. Seven out of the fifteen had experienced illness of the founding pastor.
In the data presented in Table 4.1, only two of the fifteen churches, 2 and 9, had
not experienced pastoral transition (“Document Searches”). Only two out of the fifteen
pastoral transitions occurred because of the execution of a succession plan, namely
Churches 6 and 10. Although the founding pastor continues to serve, Church 7 also
experienced transition. For several months in the years 2005-07, the founder suffered two
debilitating conditions. An interim pastor served during the time. Church 8 experienced a
transition because the pastor transferred to another location. Church 12 experienced
transition because the founding pastor resigned. As this research indicates, pastors
transition for many reasons. When the pastor leaves, the church and congregation must
work through the residual impact of the transition. Table 4.1 summarizes the pastoral
transitional experiences of fifteen churches in the Central Florida area.
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Table 4.1. Independent African-American Churches in Central Florida Having
Experienced Pastoral Transition

Church

Year
Church
Founded

Experienced
Pastoral Transition

Year of
Transition

Reason for Pastoral
Transition

Yrs b/n
Inception &
Transition

Church 1

1993

Yes

2004
2006

Illness
Death

13

Church 2

1986

No pastoral transition
experienced

Church 3

1976

Yes

2000

Illness/Incapacitation

30

Church 4

1987

Yes

Church 5

1980

Yes

2000
2006
2004
2006
2008

Illness
Death
Illness
Death
Poor pastoral appt.

24
17
24
26
28

Church 6

1984

Yes

2003

Succession Plan

19

Church 7

1985

*No

2005
2007

Illness
Recurring illness

20
22

Church 8

1993

2006

Transferred Pastor

13

Church 9

1985

Yes
No pastoral transition
experienced

Church 10

1983

Yes

2001
2007

Succession Plan
Death of Founder

18
24

Church 11

1985

Yes

2003

Incapacitation

23

Church 12

1993

Yes

2005

Pastor Resigned

12

Church 13

1984

Yes

1993

Death of Founder

11

Church 14

1947

Yes

1954
1988

Death of Founder
Death of Pastor

7
35

Church 15

1947

Yes

1995

Illness, Death
of Founder

58

*Pastor did not resign but was out indefinitely. After his recovery, he continued to pastor the church that
he founded.
Source: “Document Searches.”

Since pastoral transition is a phenomenon that all churches experience,
understanding how this experience affects members is important. One of the major
problems for the congregation was that they were often unprepared for the change in
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pastoral leadership. For independent African-American churches having founding or
long-term pastors, pastoral transition presents unique challenges, in terms of who the next
pastoral leader will be and how the congregation will embrace, manage, adjust to, and
move forward because of the transition.
Focus group session questions, a demographic survey, and a problem-solving
scale formed the bases of this ministry exploration whose purpose was to address how
members of African-American congregations responded emotionally and spiritually to
their pastoral transition experiences. These instruments, in addition to video and audio
recordings, provided the opportunity for collection and evaluation of indicators of
spiritual and emotional responses of members of African-American congregations with
their experiences of pastoral transition. Biblical examples of leadership transitions and
communal responses to those transitions formed the theological foundation of this study.
The major aspects of the ministry exploration included gaining pastoral approval for
church members’ participation, informing members of the project, recruiting member
participants, requesting participant responses to demographic data and a problem-solving
scale, and executing focus group sessions. The participants’ responses revealed indicators
of their feelings toward and responses to change and pastoral transition.
Project Timeline
The implementation of this ministry exploration research began with the interview
of pastors of the selected churches to inform them of the purpose and scope of this project
and the ways members of their congregations might participate in the process. During the
meetings, the pastors agreed on dates that were amenable to their church calendars and
gave permission for members to participate in the study and for the focus groups to meet
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at the respective church facilities. After recruiting, selecting, and notifying members, the
next steps were to mail or hand deliver the information and testing materials, then
conduct the focus group sessions. The timeline in Table 4.2 presents the procedures for
engaging each church and holding the focus group sessions.

Table 4.2. Ministry Intervention Timeline (N=85)
Focus Group Sessions
25 Nov. 200906 Sept. 2010
Location

Number
of
Sessions

● Selected
churches

Church A

● Contacted
pastors
● Recruited
participants

Date
n

Date
n

6

21 Jan.
2

22 Jan.
10

Church B

2

27 Feb.
8

27 Feb.
7

Church C

2

20 Mar.
6

20 Mar.
7

Church D

1

08 Aug.
7

Church E

1

28 Sep.
10

Total
Sessions

12

Date
n

Date
n

Date
n

Date
n

23 Jan.
6

23 Jan.
5

11 May
5

13 May
12

The original timeline included visiting one church per month to secure pastoral
approval, recruit participants, and facilitate focus group sessions. At the end of the
originally scheduled focus group sessions at Church A, only twenty-three persons had
participated in the focus group sessions; however, with the participation of seventeen
persons in the two additional focus group sessions, the total number of participants from
Church A was forty. Members of Churches B and C participated according to the
scheduled timeline. Churches D and E were unable to participate within the originally
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scheduled six months. This scheduling conflict was the reason for the three months’ gap
in completing the focus group sessions.
The time allotted for each session was 1½ hours. During the session, each person
had the opportunity to respond to each of the six focus group questions (see Appendix A).
In most instances, each person responded to each question; however, when participants
did not answer a question, they were encouraged, not forced, to respond. As a facilitator
of the focus groups, I regulated the flow of the group sessions and took field notes.
Observers who had previous experience with both facilitating and observing focus group
sessions recorded nonverbal behaviors.
Participants
The research project participants volunteered to participate in this study and
represented a convenience sample of 102 members of five independent African-American
churches in the Central Florida area whose churches were experiencing or had
experienced pastoral transition of the founding or long-term pastor. I had prior
knowledge that the churches had experienced or were experiencing pastoral transition.
The churches were located in three different cities in the Central Florida area within a
forty-mile radius of Orlando. The churches’ years of existence ranged from two years to
fifty-four years. Table 4.3 presents the demographic information on each church.
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Table 4.3. Churches Participating in Ministry Exploration
Years of
Existence

Year(s) of
Transition

n

1200

18

2006-12

41

10.00

Sanford, FL

100

46

2003-08

20

29.25

Church C

Orlando, FL

300

52

1990-95

18

26.19

Church D

Orlando, FL

23

2

2003-08

8

2.02

Church E

Leesburg, FL

225

54

1994-95

15

36.08

Name

Location

Church A

Orlando, FL

Church B

Membership
Size

Avg Years
Membership

The members of Church D who participated in this study had experienced the transition of the founding
pastor at their former church.

Collecting data from five independent African-American church populations
differing in size, location, length of existence, and experiences of members with pastoral
transition provided a range of church congregations that would be helpful in the
generalization of the data. For instance, Church A was presently experiencing the
transition of the founding pastor. However, most members, with the exception of the
children born of parents who were members, had experienced pastoral transition in
churches where they were previously members. In Church B, the present pastor began
serving as assistant pastor, transitioned to interim pastor, and became the senior pastor
after the founding pastor contracted an incapacitating illness. The former pastor is still
living. The members of Church C also experienced pastoral transition after the founding
pastor had initiated his succession plan, transitioned from serving as senior pastor of the
church to bishop of the organization, but then died suddenly.
The members of Church D experienced pastoral transition at their former church
where the founding pastor contracted a debilitating condition and was incapacitated.
Although the founding pastor made plans for the transition, her condition worsened and
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the appointed leaders had to begin serving without her direct guidance in the transition
process. The members who participated in this study left the former church and joined
Church D. The assistant pastor of the former church became the founding pastor of
Church D. The members of Church E experienced the short-term illness and death of the
founding pastor. However, the assistant pastor, who had served for forty-two years, was
also one of the founding members who had worked alongside the founder. She served as
interim during the year of the founder’s illness. Upon the death of the founder, the
assistant pastor immediately became the senior pastor. Each church had unique reasons
for their experience of pastoral transition. However, the participants shared many similar
emotional and spiritual responses to their experiences with pastoral transition.
Participants in this study were current, active members of one of the churches that
participated in the study who had a history of church membership and who had
experienced pastoral transition in their previous or present church. For example, eightysix out of the 102 participants who responded to DSQ4 indicated they also held
memberships in churches prior to their current membership. Twenty-one out of the 102
respondents had been members only of their present church for their lifetime. In response
to DSQ6a, thirty-one out of the 102 the participants (30.4 percent) indicated they were
members of their present church for ten years or less. However, forty-five out of the 102
respondents in this study (44.1 percent) indicated they had membership in their present
church for twenty-one years up to sixty years. Table 4.4 presents the composite
characteristics of the participants.
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Table 4.4. Demographic Composition of Ministry Exploration Participants (N=102)
Category
Ethnicity
African-American
Age

n

%

102

100

15-19
20-30
31-44
45-64
65+
Gender

3
4
22
50
23

2.94
3.92
21.56
49.00
22.54

Male

30

29.40

Category
Years of Active Membership
21-30
31-50
51-60
No response
Church Participation
4 of 4 Sundays
Weekly Bible study
Weekly Sunday school

n

%

20
21

19.6
20.6

4
6

3.9
5.8

88
65
72

86.2
63.7
70.6

70

68.6

Female
Not indicated
Church Ministries Participation
Ministry auxiliaries

71
1

69.60
0.98

84

82.35

Annual business meeting/
Church conference
Financial Support
Regular givers
Interval givers
Tithers

More than one ministry

90

88.20

Givers other than tithers

26

25.5

31
20

30.40
19.60

Transition Experiences
Of founding pastor
Of long-term pastor

60
70

58.8
68.6

Years of Active Membership
1-10
11-20

80
18
57

78.4
17.6
55.9

According to responses to the CHG Demographic Data Survey questions 8-17, the
102 participants in this study were active members of their current church. The
participants regularly attended Sunday worship. Four out of four Sundays, 86 percent
were present in worship services and 72 percent attended weekly Sunday school classes.
In addition to the members’ involvement in ministries (e.g., ushers, choir, youth, and
missions), financial support of the church, and attendance at annual church meetings,
business meetings, conference, or general assembly, the participants indicated they
incorporated church attendance or religious experiences as a way of life. In response to
DSQ 8, participants indicated their primary reasons for joining the church where they
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currently hold membership. The data presented in Table 4.5 indicates the eleven reasons
that participants disclosed. Nine of the eleven descriptors indicated religious or spiritual
influences in their decision.

Table 4.5. Reasons for Participants Joining the Church of Current Membership
Religious/Spiritual
Reasons

n

%

Non-Religious/NonSpiritual Reasons

n

%

The Lord

28

18.3

Size of church

1

.65

Church mission

14

9.1

Referral

4

2.60

Preaching/Teaching

34

22.2

Personal

4

2.60

Pastor/Clergy

14

9.1

Spiritual growth

7

4.6

Family relationship

41

26.7

Searching

12

7.8

Spiritual atmosphere

16

10.4

The three primary reasons participants were members of the churches used in this
study included their family relationships (26 percent), the preaching and teaching offered
(22 percent), and the participants’ perception of direct influence from the Lord (18
percent). The reasons listed indicated both the participants’ ability to disclose their
rationale for being at the church of their present service and the impact of spiritual
influences on their decision making.
The Religious Problem-Solving Scale was the instrument that assessed the 102
participants’ skills in decision making, the steps towards which they are oriented when
they solve problems, and the influence of their spiritual beliefs or practices when they
engage these processes (see Appendix A). The data collected from this instrument
provided two subscale scores. The first was the participants’ orientation styles,
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collaborative, self-directing, or deferring, as reflected in responsibility that they took or
deferred to God as they made decisions.
The data gained from the problem-solving scale provided good insights into the
participants’ view of the role of God—indicative of their spiritual reliance and their own
role in the responsibility for making decisions. Responses to PSSQ 1, 4, 9, 11, 12, and 16
indicated that participants collaborated with God through activities such as talking with
God, seeking help, or seeking understanding from God as they faced and solved
problems. The categorical means was 23.5 out of thirty and 3.92 on a five-point Likert
scale where 5.0 is the highest score and 1.0 is the lowest score with a standard deviation
of 4.4. These results indicated that the respondents usually collaborated with God to solve
problems. The participants scored higher on the third section, which addressed the
participants deferring all or most of the responsibility for their decisions to God. PSSQ 3,
5, 8, 13, 15, and 17 included language such as “letting God decide,” “waiting for God to
take control,” and “letting God work out my problems.” The categorical means was 21.5
out of thirty and 3.6 on a five-point Likert scale with a standard deviation of 4.4. The
scores from the problem-solving scale indicated that the participants in this study were
very dependent on God to provide solutions to their problems or answers in their
decision-making process. In the second section, participants responded to PSSQ 2, 6, 7,
10, 14, and 18, which included the phrases “without God’s help” or “without relying on
God” (Pargament 349). Their responses demonstrated the level of responsibility that
participants took upon themselves when faced with decisions. The categorical means of
12.2 out of thirty and 2.04 on a five-point Likert scale with a standard deviation of 5.0
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indicated that participants were less likely to be self
self-directive
directive and only occasionally acted
independently of God (se
(see Figures 4.1 and 4.2).
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25
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5
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Figure 4.1. Orientation towards decision
decision-making overall scores.

GRAND MEANS

25
20
15
10
5
0

COLLABORATING
CHURCH A

CHURCH B

SELF
SELF-DIRECTING
CHURCH C

DEFERRING

CHURCH D

CHURCH E

Grand means is the term used on the Religious Problem
Problem-Solving Scale.

lity of self and God in problem solving.
Figure 4.2. Responsibility

hange and transition are event
events that when handled effectively engage the
Change
participants’ skills in solving problems. The second subscale of the Religious ProblemProblem
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Solving Scale measured the six steps participants used when faced with dilemmas:
defining problems, choosing alternate solutions, selecting solutions, implementing
solutions, redefining problems, and demonstrating skills in self-maintenance.
The members of the five churches who participated in this study demonstrated
their ability to engage the problem-solving process. First, the participants’ scores on the
first subtest indicated that they were most adept in skills of defining problems. The
language in PSSQs 4, 10, 13, and 17 addressed respondents’ abilities to identify a
problem, seek God’s help in understanding the problem, and identify possible solutions.
A categorical mean score of 12.6 out of twenty and 3.2 on a five-point Likert scale with a
standard deviation of 2.5 indicated that the participants almost never dealt with their
feelings in respect to problems they faced without God’s help and usually included God’s
guidance after they faced a dilemma. Second, the third subtest measured the next area of
participants’ strength: selecting solutions. The language in PSSQs 1, 3, and 14 addressed
respondents’ ability to decide on a course of action and depend on God to help them. The
categorical mean was 10.1 out of fifteen and 3.4 on a five-point Likert scale with a
standard deviation of 2.0. Third, the fourth and sixth subtests measured the third area of
participants’ strength: their ability to select solutions and their skills in self-maintenance.
The categorical mean was 10.0 out of fifteen and 3.3 on a five-point Likert scale with a
standard deviation of 1.9. As indicated on these subtests, participants almost never tried
to implement solutions without seeking God, almost never dealt with their feelings in
respect to problems they faced without God’s help, and usually included God’s guidance
after they faced a dilemma. Fourth, the fifth subtest assessed participants’ ability to
redefine a problem. Redefining problems addressed their usual practices of processing
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after experiencing a difficult time, solving a problem, or having trouble in their lives. The
categorical mean was 8.6 out of fifteen and 2.8 on a five-point Likert scale with a
standard deviation of 2.5. The participants’ responses indicated they are likely to reflect
on the decisions after they have made them, and they usually accessed God in helping
them to process the meaning of the experiences (see Figure 4.3).
Fifth, the participants scored lowest on the second area measured in this
instrument, which was identifying alternate solutions. The categorical mean was 6.34 out
of ten and 3.17 on a five-point Likert scale with a standard deviation of 1.9. Respondents
answered only two questions in this section. In the five other sections, participants
responded to at least three questions. Having fewer questions to respond to in this section
could account, in part, for participants’ scores being lower on this subtest. The
participants’ responses indicated that when they faced difficulties, they almost never

16
14
12
10
8
6
4
2
0

Church A
Church B
Church C
Church D
Church E

4
10
13
17
Define Problem
9
18
Alternate Solutions
1
3
14
Select Solutions
5
6
12
Implement Solutions
2
11
15
Redefine Problem
7
8
16
Skills in Self-…

MEANS

come up with solutions to problems without God’s help (see Figure 4.3).

Figure 4.3. Religious Problem-Solving Scale—steps in decision making.
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This study sought to determine the ability of members of the selected
congregations to articulate their emotional and spiritual feelings when they faced change
and pastoral transition. These findings from the Religious Problem-Solving Scale were
highly indicative of the participants’ ability to identify problems, express feelings
towards problems, access spiritual help in finding resolutions, and negotiate the decisionmaking process.
Research Question #1
What were the spiritual and emotional responses of members of AfricanAmerican churches having founding or long-term pastors during pastoral transition?
Research Question 1 (RQ1) examined the terms or descriptors that members of
African-American churches used to express feelings toward change in general and
pastoral transition specifically. To determine these terms, focus group participants
responded to four questions: (1) When faced with change in your personal life, how did
you feel? (2) What has helped you to handle change in your personal life? (3) How did
you feel when you heard of the transition of the pastor? and, (4) What spiritual resources
did you use to assist you during the transition of the pastor?
Members readily verbalized their feelings as each responded to each of the first
three questions. For instance, in response to Focus Group Question #1 (FGQ 1), eighty
out of the eighty-five participants expressed their feelings on the subject of change in
their personal lives. According to field notes and review of the focus group session
transcript, participants used 101 different terms to express their feelings in response to
FGQ 1 (see Appendix H).
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Table 4.6. Words Most Frequently Used to Express Feelings towards Change in
General (FGQ 1)

Expressions of Feelings
Accepting/Positive/
Confident/Embracing
Adapt
Adjustment
Ambivalent/Mixed
Anticipation/Expectation
Anxious/Apprehensive/
Concerned
Calm and comfortable
Challenged
Displaced
Do not like
Excited/Excitement
Expectation
Fearful/Scared
Good /Blessed
Happiness
Joy
Hard to answer
Must be purposed
Open/Optimistic
Overwhelmed/
Concerned
Questioning/Effect/
Wondering/Analytical
Resistant/Reluctant
Type of change is
important
Uncertain

Frequency of Occurrences in Focus Group Sessions
Church Church Church Church Church
A
B
C
D
E
12

n

%

17

8.2

3

1
4
20
15

.5
1.9
9.7
7.2

2

2

3
1
2

12
12

4

15

6

8

1

30

14.5

1

2

6
4

7
11
1
3
11
1
11
5
3
2
1
2
4

3.4
5.3
.5
1.4
5.3
.5
5.3
2.4
1.4
1.0
.5
1.0
.8

2

2

1.0

4

34

16.4

2

2

1.0

1

1

.5

7

3.4

5

4

1
2
8
8

1
2

2
3
3
2

1
1

1
2

1
2
11

11

5

3

14

2

2

3

Out of the top twenty-five different terms listed in Table 4.6, focus group
participants most frequently related emotions of anxiety and questionings (30.9 percent).
Their primary concern was the effect that change would have on their lives (16.4
percent). They also indicated they had ambivalent feelings or mixed emotions (9.7
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percent). Some participants specifically used words such as “joy, good, happiness,
positive, open or optimistic, and embracing” (19.8 percent), that could reflect receptive
feelings toward change. Respondents also used terms that could reflect less receptivity,
such as “resistant, don’t like, uncertain, and fearful,” less frequently (14.1 percent). In
addition to the twenty-five most frequently used responses, focus group participants
offered a plethora of expressions. For example, “victimized, talkative, paranoid, pensive,
stressed, aggravated, motivated, roll with the punches, and believe in change” were
among the responses that at least one participant from one of the five churches used.
Focus group responses indicated the participants were well versed in sharing and
expressing their feelings (see Table 4.6).
In response to FGQ 2, all participants gave at least one answer, signaling what
helped them to handle change in their experiences. Three participants offered more than
one response. The participants in the twelve focus group sessions expressed thirty
spiritual and twenty-seven emotional indicators of their feelings. At least one participant
from three of the five churches said their spiritual indicators included activities such as
prayer, relying on (dependence or confidence in) God, Scripture reading, faith in God,
and having relationship with the Lord. Additionally, two or more participants’ responses
included trusting in God, knowing God is in control, yielding or surrendering, receiving
godly or wise counsel, knowing God has purpose, being anchored spiritually, having the
support of the church family, and receiving counsel from older people. Participants from
at least two of the five churches expressed that were emotional indicators were “past life
experiences with change, having a positive attitude, being proactive, talking with friends,
learning to accept change, objectively viewing change, understanding myself,
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understanding others, being open, change changes, knowing change is necessary,
admitting ‘I don’t have answers,’ being adaptive, having courage, and journaling.”
In response to FGQ 3b, participants used seventy-four key terms and gave 356
occurrences of responses to express their feelings specifically towards pastoral transition.
Expressions the participants from at least three of the five churches used were “saddened,
questioning, shocked/stunned, in denial, necessary, surprised, disbelief, comfortable, hurt,
felt good, church is grounded.” They also used the terms, “concerned about me, not ready
for the change, no problem with change, wept/cried, wondering/wondering about
replacement, confident in pastor’s guidance from the Lord, loved and respected present
pastor, adapted, disappointed how things were handled, it was time, and thought the
transfer of assistant pastor to pastor was automatic.” Table 4.7 displays the number of
times focus group members generated responses to FGQs 1, 2, 3b, and 6.
In a comparison of responses to FGQ 1 and FGQ 3 on the focus group session
transcripts, participants’ answers increased qualitatively and quantitatively. For example,
respondents’ answers increased by 19 percent when they answered FGQ 3b.
Additionally, their answers were usually sentences or phrases rather than single words as
they were in FGQ 1. In another example, one respondent said, “excited with progress,
paranoid, newness,” when she answered FGQ 1. However, her response to FGQ 3 was
nine sentences long. She described her relationship with her former pastor, how she felt
about him, the void his death created, and the concerns that she had as the church
prepared to move forward following his death.
In order to identify the spiritual responses to transition, FGQ 6 asked participants
to share the spiritual resources they accessed during their pastoral transition experience.

Hinson Graham 141
Participants described in 265 different occurrences the use of sixty-seven different types
of spiritual resources that they accessed to assist them during the pastoral transition
process (see Table 4.7).

Table 4.7. Participants’ Verbalization of Feelings and Responses
FGQ
1
2
3b
6

Verbalizations
Feelings when
facing change
What helped
Feelings—pastoral
transition
Verbalized spiritual
resources

Church
A

Church
B

Church
C

Church
D

Church
E

Total
Responses

153

59

41

14

24

291

160

68

59

38

41

366

166

62

35

38

55

356

115

29

43

35

43

265

The six categories summarized sixty-two out of the sixty-seven indicators of the
spiritual resources participants accessed (see Appendix H). Personal responsibility
accounted for 31.3 percent of the indicators, and 24.9 percent of the occurrences of
responses. God’s intervention and direction accounted for 23.8 percent of the indicators
and 30.2 percent of the occurrences of responses. Fasting and prayer accounted for 11.9
percent of the indicators and 17.7 percent of the occurrences of responses. Guidance and
counsel from leadership accounted for 10.4 percent of the indicators and 10.6 percent of
the occurrences of responses. Personal outlook accounted for 8.9 percent of the indicators
and 5.7 percent of the occurrences of responses. Personal relationships accounted for 5.9
percent of the indicators and 6.4 percent of the occurrences of responses. Table 4.8
illustrates the nine categories that summarized the spiritual resources that participants
said they accessed.
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The last three categories, legacy, have not used any, and visiting other churches,
in Table 4.8, summarized five out of the sixty-seven indicators (7.5 percent) and twelve
of the 265 occurrences of responses (4.6 percent). These indicators demonstrate that
participants recalled, identified, and articulated multiple examples of spiritual resources
they accessed during their experience with pastoral transition.

Table 4.8. Types of Spiritual Resources Accessed

Spiritual Resources
Personal responsibility
God’s intervention and directions
Fasting and prayer
Corporate, individual, personal
Leadership
(Guidance, counsel)
Personal outlook
Personal relationships
Legacy
(History, vision, founder’s theology)
Have not used any
Visiting other churches

Number of
Indicators
N=67

%

Occurrences
of Responses
N=265

%

21
16

31.3
23.8

66
80

24.9
30.2

8

11.9

47

17.7

7

10.4

28

10.6

6
4

8.9
5.9

15
17

5.7
6.4

3

4.5

6

2.3

1
1

1.5
1.5

5
1

1.9
0.4

In addition to members verbally describing their feelings, they also responded
nonverbally during their focus group session. Observations during the sessions and
reviews of the videotapes were the means of recording nonverbal behaviors. Twelve
categories listed in Table 4.9 illustrate the types of nonverbal behaviors that were most
common among the five churches. Nonverbal responses observed in this study included
body language and audible utterances (e.g., chuckling, laughing, and changing vocal
tones). Facial expressions, gesturing, eye contact, crying, body posture, and movement
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were among the other nonverbal behaviors that participants demonstrated during the
focus group sessions.
Participants from five of the five churches used eye contact or movement (108
occurrences), and gesturing (i.e., expressively using one or both hands, pointing the
fingers, or raising the arms, or positioning the hands as in holding the chin, clasping in
their lap, or folding across their chest) (220 occurrences along with their verbal
expressions). For example as respondents spoke, they frequently made eye contact with
the facilitator, the speaker, or their peers. They gazed up, closed, stretched, squinted, or
moved their eyes expressively. Participants from four of the four churches most
frequently used audible utterances (ninety-two expressions), changes in facial
expressions, (sixty-seven occurrences), head movements (ninety-six occurrences), and
shifts in body posture (thirty occurrences). Table 4.9 lists twelve differing types of
nonverbal behaviors, such as “gesturing, head movement, and eye contact,” exhibited in
833 different occurrences during the focus group sessions.
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Table 4.9. Primary Types of Nonverbal Behaviors

LimbsLegs/Knee

Posture

45

13

53

17

31

65

38

17

Church B

0

2

32

14

13

0

0

13

3

16

0

4

Church C

31

0

19

25

27

39

0

4

5

6

0

6

Church D

18

0

8

8

12

0

0

9

12

4

3

Church E

22

2

18

16

18

32

12

0

9

12

0

0

Total

92

20

108

67

111

96

65

34

57

111

42

30

LimbsHands

12

LimbsFeet/Foot

Head
Movement

41

Limb-Arm
/Fingers

Gesturing

16

Intonation

Facial
Expression

21

Eye
Contact/
Movement

Church A

Emotional
-Affect

Participants

Audible
Utterances

Nonverbal Behaviors

The figures in this table represent the nonverbal behaviors that participants exhibited two or more times
when, they responded to the six focus group questions.

RQ1 focused on identifying the spiritual and emotional responses participants
expressed in response to change and pastoral transition. The review of the data from the
focus group sessions indicated the spiritual indicators for participants were the spiritual
resources they accessed, such as, “spiritual leaders, Scripture, and God” and the activities
they engaged, such as, “praying, reading the Bible, seeking God, remaining committed to
the church or ministry, and attending worship services.” The emotional indicators that
participants in this study demonstrated were their 291 verbalized expressions of their
feelings in response to FGQ1 (see Table 4.7) and the 833 nonverbal behaviors reflecting
the emotional responses participants exhibited during the focus group sessions (see Table
4.9). Participants generated more than three hundred words or phrases that expressed
their feelings. They also indicated their emotional reactions through nonverbal
behaviors—physical movements and emotional reactions.
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Research Question #2
In what ways were the members of African-American churches with founding or
long-term pastors able to express their spiritual and emotional responses to pastoral
transitions?
Members of the five churches observed in this study expressed their emotional
and spiritual responses both verbally and nonverbally. Responses to FGQs 1, 2, and 3b
demonstrated the respondents’ ability to express their feelings verbally (see Tables 4.6,
4.7, and 4.9, pp. 138, 141, 144). They were able to articulate their feelings in a timely
manner and were courteous as others were responding. In each session, each person who
desired to respond had adequate time to give an answer to each of the six focus group
questions.
In describing the respondents’ sharing, one of the descriptors the observers noted
was a “calm and peaceful demeanor.” Although participants displayed various emotions,
such as crying, laughing, frowning, smiling, changing intonations, they still listened and
participated as requested. The participants often nodded their heads in agreement when
another group member presented an answer. The participants also expressed questions
they had such as, “What’s next? What is God doing? Am I ready or prepared for this
[change]? Was it the right time? Is the change needed?” as they considered their
experiences.
Additionally, in their response to FGQ 2, the respondents articulated 366
expressions of what they believe helped them to deal with change in general. For
example, “their relationship with God, belief about God, being in and having the support
of a church family, and relying on the Holy Spirit,” were among the answers respondents
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shared. Participants also viewed having a good attitude, embracing change, being
proactive, and reading
eading books as additional means of helping them to cope with
transitional times.
The observers also recorded occurrences of nonverbal responses as respondents
answered each of the six questions. Figure 4.4 illustrates the number of occurrences at
each focus
cus group session as the participants responded to each question. FGQ 3
specifically asked participants to verbalize their feelings in response to pastoral transition.
However, participants also demonstrated 47.5 percent of the nonverbal behaviors as they
responded to FGQs 4, 5, and 6. These questions did not ask the participants how they felt,
yet, in responding to these questions, participants generated 42.4 percent of the total
recorded nonverbal responses. Participants demonstrated nonverbal behaviors almost
a
as
frequently when they had the option to express or not express their feelings.

Focus Group Session 1-4
80
60
40

Focus Group Session 5-6

20
Focus Group Session 7-8
0
Church
A

ChurchChurch
Church Church
B
C
D
E

Focus Group Session 9-10

Focus Group Session 11
Focus Group Session 12

Figure 4.4. Occurrences of nonverbal responses.
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Observers’ notes and reviews of the video transcripts that verified participants in
the focus groups generated 270 different types of nonverbal responses as they interacted
in the focus group sessions (see Appendix H). The observers recorded 1,399 occurrences
of nonverbal behaviors (see Table 4.9). The responses were physical movement and
emotional reactions. The most numerous physical responses were moving of hands as
participants expressively or emphatically spoke, especially to emphasize a point.
Participants also moved their hands in different positions (e.g., folding the arms, raising
hands, or placing arms on the back of a chair). Another nonverbal response was the
positioning and repositioning of their feet. Positioning of feet included both feet planted
apart, feet tucked under the chair, legs extended with ankles crossed. Movement of feet,
knees, or legs included shaking, which could also reflect an emotional response,
indicating nervousness or anxiety.
The observers also noted that as the participants responded to focus group
questions, the participants displayed twenty-seven nonverbal behaviors, which could also
demonstrate emotional reactions (e.g., crying, wiping tears, laughing, chuckling, or
sniffing). One of the specific expressions that demonstrated an emotional response was a
change in participants’ voice tone. In seventy-nine occurrences, the participants
modulated from “calm, to definitive, to excited,” especially as they recalled the
experiences that caused the pastoral transition to occur (see Table 4.10).
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Table 4.10. Occurrences of Nonverbal Behaviors in Focus Group Sessions
Church

Focus
Session

FGQ 1

FGQ 2

FGQ 3

Total
FGQs
1-3

A
(n= 40)

1

15

9

23

47

2

25

19

23

3

13

16

4

8

9

B
(n=15)
C
(n=13)
D
(n=7)
E
(n=10)
Totals

FGQ 5

FGQ 6

Total
FGQs
4-6

9

25

7

41

67

21

17

27

65

27

56

16

20

15

51

6

14

28

3

4

12

19

15

11

22

48

14

18

18

50

10

30

44

28

102

49

48

30

127

5

13

16

23

52

5

19

18

42

6

15

10

12

37

15

24

26

65

7

15

8

28

51

10

24

17

51

8

17

21

21

59

11

29

19

59

11

11

12

20

43

15

22

23

60

12

7

30

34

71

25

46

37

108

12

184

202

275

661

193

296

249

738

FGQ 4

Responses to FGQs 2, 3, and 6 specifically gave participants the opportunity to
emote verbally. Through their sharing, participants generated lists of spiritual expressions
(e.g., praying, trusting, and seeking God), emotional responses (e.g., being proactive,
having a positive attitude, and learning to accept), and others (e.g., staying busy, having
family support, and reading books) that represented the ways that members of these focus
groups responded to pastoral transition.
FGQ 2 asked respondents to address their reactions when faced with a situation
that brought change in their lives. In five out of five churches, the number of responses
was at least four times the numbers of participants. For example, the number of focus
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group participants at Church A was forty persons. They gave 160 different words and
phrases in their responses to FGQ 2. Another example is Church D, where seven persons
participated in the focus group. They articulated thirty-eight different feeling words. In
each case, the participants were able to self-disclose descriptions of what helped them to
deal with change.
FGQ 3 asked respondents to express their feelings specifically as they recalled
hearing of the transition or pending transition of the pastor. The transcript analysis of the
focus group sessions indicated 357 occurrences when respondents used 101 different
terms to describe their feelings. The range of emotions included, “saddened, shocked,
hurt, and apprehensive,” as well as “good, optimistic, and no problem with change.”
The responses to FGQ 6 gave participants an opportunity to describe the spiritual
resources they used to help them as they worked through their experience with pastoral
transition. For example, the observer’s field notes illustrated the participants used sixtyseven different spiritual words (e.g., acceptance, fasting, meditating on the word, and
commitment to the ministry) in 265 occurrences as they responded during the focus
group session. The eighty-five focus group participants competently expressed the
descriptors of the spiritual resources they used as they experienced pastoral transition.
RQ2 focused on the ways participants were able to express their responses to
pastoral transition, both verbally and nonverbally. The participants verified their abilities
to evaluate, articulate, and express their feelings through their responses to FGQs 1, 2, 3,
and 6. One example is through the 202 feeling words, which participants unhesitatingly
generated and clearly articulated in 1009 occurrences. Another example of participants’
verbal astuteness was in the ninety-nine spiritual terms that they generated, articulated in

Hinson Graham 150
275 uses of spiritual terms in their responses to the focus group questions. The
respondents were clear and concise in their sharing. They recalled and elaborated on their
experiences as they shared the reasons for their feelings and the impact the change and
transition had on their lives.
Research Question #3
What were the most frequently expressed emotional and spiritual attitudes and
responses of members of African-American churches with founding or long-term pastors
during pastoral transition?
RSQ 3 sought to find out the emotional and spiritual responses members of
African American congregations most frequently used as they learned of the transition of
their founding or long-term pastor. Review of the responses to FGQ 3 and FGQ 6
generated the data to answer this question. The responses participants gave to FGQ 3b,
which specifically asked how they felt when they first learned of the transition of their
founding or long-term pastor, generated the list of their most frequently used emotional
and spiritual responses. The total number of occurrences wherein participants expressed
one of these terms was twenty-one out of 121. Table 4.11 illustrates the eleven most
frequently expressed emotional indicators of how participants felt when they learned of
the pastoral transition.
The participants’ responses from four out of the five churches included “in
denial,” which participants used ten times, and “hurt or hurt really bad,” which they used
eight times. Other expression that participants from three out of the five churches used
was “change is necessary—especially, for church progress.” Participants used this term
ten times. Three terms, “change perspective, supportive of assistant pastor, and concerned
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about the effect on the church,” were phrases used in only one of the five churches but
had the highest usages of any other term. Participants used, “change of perspective,”
thirteen times; “supportive of assistant pastor,” ten times; “concerned about effect on
church,” nine times; and, “disbelief,” seven times. These eleven examples demonstrated
that participants recalled and aptly expressed their initial feelings toward pastoral
transition (see Table 4.11).

Table 4.11. Most Frequently Used Feeling Words during Pastoral Transition
n
Feeling Words
Saddened
Questioning
Change perspective
Shocked/Stunned
In denial
Necessary/Necessary for
church progress
Supportive of assistant
pastor
Surprised
Concerned about effect on
Church
Disbelief
Hurt/Hurt really bad
Total n

Church
A
6
7
13
5
2
2

Church
B
5
5
0
1
6
7

Church
C
1
0
0
2
1
0

Church
D
5
2
0
1
1
1

Church
E
0
0
0
2
0
0

Total
n
17
14
13
11
10
10

0

0

0

0

10

10

3
9

1
0

0
0

3
0

3
0

10
9

7
0
54

0
5
30

0
1
5

0
1
14

2
1
18

9
8
121

In responses to FGQ 6, which sought to determine what spiritual resources the
members of these five churches accessed most frequently when they faced pastoral
transition. The most frequent sources of help were “prayer, relying on God, reading
Scripture, and having a positive belief system” (see Table 4.12).
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Table 4.12 illustrates that responses from five out of the five churches indicated
prayer as their primary spiritual resource. Accessing the resources of prayer, Scripture
reading, and relying on God accounted for more than half of the participants’ responses
to FGQ 6. The participants at four out of four churches said, “Scripture reading, faith in
God, their relationship with God, knowing God is in control, and yielding,” were the
spiritual resources that they accessed most frequently. Their responses using these five
terms accounted for sixty out of the 143 occurrences of descriptions of spiritual
resources. Participants from three out of the five churches used “trust in God and
counsel—wise, godly counsel,” in eleven and seven occurrences, respectively.
Participants from two of the five churches expressed, “believe change is for the better,”
as the spiritual resource they accessed in seven occurrences. In response to FGQ 6,
participants recalled and knew how to describe the resources they used as spiritual help
during their pastoral transition experience.
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Table 4.12. Most Frequently Expressed Spiritual Indicators Common among the
Five Churches
Total
n

n
Feeling Words
Prayer
Relying (dependence,
confidence) on God
Scripture (reading)
Faith in God
Relationship w/the
Lord
Trust in God
Knowing God is in
control
Yielding
Believe change is for
the better
Counsel—godly, wise
Total n

Church
A
19

Church
B
5

Church
C
4

Church
D
3

Church
E
2

33

11

7

6

0

0

24

5
5

5
5

5
2

1
2

0
0

16
14

5

1

0

2

3

11

7

3

1

0

0

11

3

5

1

0

1

10

3

5

1

0

1

10

4

0

0

0

3

7

4
66

0
36

1
21

2
10

0
10

7
143

The third means of determining focus group participants’ emotional responses and
attitudes were through their nonverbal reactions. The observers’ notes and reviews of the
video recordings of the focus group sessions were the means of assimilating this data.
Table 4.13 illustrates the composite of the participants’ nonverbal behaviors and the
frequency with which they occurred as the focus group participants from the five
churches responded to FGQs 4 and 6.
The focus group participants generated 388 nonverbal responses. They reacted
nonverbally 224 times as they answered FGQ 6 and 164 times, as they answered FGQ 4.
For example, the respondents in Church A demonstrated nonverbal behaviors equally as
many occurrences in response to FGQ 4 as to FGQ 6, eighty-eight occurrences for each.
However, the respondents in Church C demonstrated only two more occurrences as they
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responded in answering FGQ 6 compared to FGQ 4, twenty-three and twenty-one
occurrences, respectively. The respondents in Church B demonstrated almost twice as
many responses to FGQ 6 as to FGQ 4: fifty-five and twenty-three occurrences,
respectively. The respondents in Church D also demonstrated almost twice as many
nonverbal responses to FGQ 6 as to FGQ 4. Participants in Church E generated thirtyfour and twenty-one occurrences, respectively, to FGQ 6 and to FGQ 4. From the data
analysis, FGQ 6 stimulated more nonverbal reactions than did FGQ 4 in the ten most
frequently occurring nonverbal behaviors as well as among all of the different types of
nonverbal behaviors (see Table 4.9, p. 144; see Table 4.13).
Gesturing with the hands and fingers was the most frequently used nonverbal
behavior (34.3 percent) in 133 occurrences as participants responded to the two
questions. Participants also gestured more than twice as many times as the next highest
category of nonverbal responses: eye contact or movement (e.g., stretching, focusing on
speaker or peer, looking down or up). Eye movement accounted for 16 percent of the
nonverbal responses to FGQ 4 and FGQ 6. The percentage of participants in the focus
groups (15.5 percent) who used nodding or moving the head and facial expressions (e.g.,
frowning or smiling) collectively formed the third highest types of nonverbal occurrences
(see Table 4.13).
For this study, an audible utterance was also a descriptor of nonverbal behavior.
The percentage of participants’ responses made using audible sounds, such as clearing
their throat, coughing, hums, and whispering (11.1 percent), formed the fourth category
of nonverbal responses to FGQs 4 and 6. The last five categories of the occurrences of
nonverbal behaviors described respondents as moving their feet, arms, or legs, shifting

3
0
1

19

4
2
7
8

1
88

5

17
2
8
7

5
0
6
4
88

Eyes—looking,
watching movement

Audible utterances

Head nodding/
movement

Legs/knees movement

Foot, feet/ankles
movement

Posture

Facial expressions—
frowning, smiling

Tearing

Arm movement

Responses

0

5

23

0

1

0

4

13

3

8

1

31

34

Hands, fingers—
gesturing/movement

55

2

0

1

4

0

1

4

1

11

31

FG
Q6

FG
Q6

FG
Q4

FG
Q4

Church B

Church A

Nonverbal
Behaviors

21

0

0

0

0

2

0

7

3

5

4

FG
Q4

23

0

1

4

2

0

1

3

4

4

4

FG
Q6

Church C

11

0

0

0

0

0

3

1

4

0

3

FG
Q4

24

0

1

0

1

2

5

5

6

0

4

FG
Q6

Church D

21

0

0

4

0

1

0

6

1

4

5

FG
Q4

34

1

2

4

0

2

1

8

2

10

4

FG
Q6

Church E

388

8

15

17

20

23

26

41

43

62

133

Total

2.1

3.9

4.4

5.1

5.9

6.7

10.6

11.1

16.0

34.3

%

Frequency of Occurrences
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their posture, and wiping tears. These behaviors accounted for 109 of the 388 nonverbal

behaviors (28.1 percent) that participants demonstrated as they answered FGQs 4 and 6

(see Table 4.13).

Table 4.13. Most Frequently Expressed Nonverbal Behaviors in Response to FGQ 4
and FGQ 6
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RSQ 3 sought to identify the most frequently used emotional and spiritual
responses that members of African-American congregations used most frequently as they
learned of the transition of their founding or long-term pastor. The participants’ responses
to FGQ 3 and FGQ 6 provided the data to answer this research question. From their
responses, participants used eleven emotional words such as, “saddened, questioning, and
shocked,” expressed in 121 occurrences. Participants also described ten spiritual
resources, for example, “prayer, relying on, or dependence on God, and reading the
Scripture,” which they accessed most often when they learned of the pastoral transition.
Participants also demonstrated 380 occurrences of the ten most frequently used nonverbal
behaviors (e.g., gesturing, eye and head movement, and audible utterances) as they
responded to FGQ 4 and FGQ 6. The participants’ responses to these two questions
indicated that participants articulated and demonstrated their emotional and spiritual
responses through varied means of expressions, verbally and nonverbally, and used a
multiplicity of words and behaviors.
Research Question #4
Which selective church practices engaged before or after the pastoral transition
led to successful or unsuccessful transition for the members of the congregation?
Participants’ responses to three focus group questions addressed this issue: FGQ
3a, “How did you learn of the pastoral transition?”; FGQ 4, “In what ways do you feel
the church leadership provided guidance in preparing the congregation for the pastoral
transition?”; and, FGQ 5, “What were the strengths and/or weaknesses of the pastoral
transition process and what effect do you perceive that the process had on the church?”
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Participants disclosed eighteen different means that they learned of the pastoral
transition. Their experiences were in two main categories: direct announcements and
means other than direct announcements. The participants (40.4 percent) most frequently
indentified the pastor, co-founder, or other leader as the person who made the
announcement of the transition. Other means of direct communication were from family
members (8.3 percent), other church members (3.3 percent), and other ministry meetings,
which were not church business meetings (8.3 percent). Among the means other than
direct announcement that members learned of the pastoral transition, the participants
(23.3 percent) indicated personal observation of the declining health, mobility, and
functionality of the senior pastor as the primary means. Members also indicated means
other than direct announcements, such as their own initiative or ingenuity, as means of
sensing pastoral transition either occurring or needing to occur. For example, participants
from Church E (10 percent) said they observed the founding pastor grooming the
assistant pastor through personal training sessions, assigning additional responsibilities,
and personal encouragement. Members of Churches A and B (6.6 percent) said they
initiated a conference with the founder or interim pastor because they were seeking
answers to questions regarding what they had observed happening in the life of the senior
pastor (see Table 4.14).
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Table 4.14. Means of Members’ Learning of Pastoral Transition
Means of Learning
Direct Announcement
Worship service
Church meeting
Pastor/Founder
Co-founder
Family member
Leader other than
pastor
Ministry meeting
Church member
Means other than direct
announcement
Founding pastor
grooming
assistant pastor
Member initiated
pastoral
conference
Personal
observation
declining health/
functioning of
founding pastor
Witnessed death
of founder

Church
A

Church
B

Church
C

5

1

16
3

2
2

1

2

Church
D
1
1
3

Church
E

n

%

2

7
1
23
3
5

11.6
1.6
38.3
.5
8.3

7

11.6

5
2

8.3
3.3

6

10.0

4

6.6

14

23.3

3

.5

3
4

5
2

6

3

1

9

3

2

3

The next question, FGQ 4, asked participants to share the ways they thought the
church leadership provided guidance in preparing their congregation for the transition of
the senior pastor. As they answered this question, respondents were free to describe the
means the church leadership provided readiness to the church collectively and to them
individually. A review of the focus group transcripts indicated eighty of the eighty-five
focus group participants responded to FGQ 4. Their feelings were strong and varied.
Table 4.15 demonstrates that members of Church B and Church C did not think
the leadership of their churches had sufficiently prepared the congregation for the
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transition. Only three of the eleven respondents from Church B believed they had
received guidance. Eight of eleven of the members thought they had received no
guidance. Among the respondents from Church A, who answered FGQ 4, thirteen of the
twenty-four indicators showed that participants believed they had received guidance,
while eleven of the twenty-four believed they had received no guidance. The answers
from respondents from Church C were evenly distributed (50 percent) among those who
thought they had received guidance from the leadership and those who thought they had
not received guidance from the leadership. All of the participants (100 percent) from
Church E believed the leadership had provided guidance to the membership (see Table
4.15).

Table 4.15. Number and Percent of Indicators of Guidance from Church
Leadership
Received
Guidance

%

Received No
Guidance

%

Number of
Indicators

Church A

13

54.2

11

45.8

24

Church B

3

27.3

8

72.7

11

Church C

4

50.0

4

50.0

8

Church D

2

22.2

7

77.8

9

Church E

8

0

0

8

30

50.0

60

30

100
50.0

The data presented in Tables 4.16- 4.20 displays the means of guidance from
church leadership that the members from each church’s focus group shared. Church A
was in the process of pastoral transition. Three years prior to members participating in
this project, the founding pastor announced his retirement and began making plans for
transition. The founder’s planned date of retirement is two years after this study. The
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majority of the participants (54 percent) from Church A thought they had received
guidance from the church leadership as they began the pastoral transition experience. The
respondents shared thirteen different ways they believed the church leadership had
provided guidance to them. In preparation for the pastoral transition, the leadership had
started early. The participants (32.5 percent) listed this time prior to the transition and the
announcements made by leadership as most significant. Almost as important to the
participants (30 percent) was that the leadership had formed a transition team. The church
having a solid history, sound theology, and organizational structure was the fourth
evidence that leadership provided guidance to participants (22.5 percent). Table 4.16
illustrates how the forty members in the focus group session from Church A responded to
FGQ 4.
Although respondents listed thirteen indicators that they had received guidance,
they also gave eleven indicators the leadership had not provided guidance to them in the
transition process. Six of the twenty-four respondents (25 percent) expressed that the
leadership provided no direct communication to the congregation nor was the leadership
preparing the congregation for the transition. They also indicated that even though they
knew the leadership had formed a transition team, participants (17.5 percent) were
unclear of the team’s responsibilities. Three participants (2.5 percent) were unaware of
who the members on the transition team were or who the pastoral candidates were and
thought leadership did not give them opportunity to contribute to the process (see Table
4.16).
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Table 4.16. Indicators of Guidance from Church Leadership—Church A (N=40)
Means of Church Leadership
Providing Guidance

n

%

Announcement made to church

13

32.5

Time prior to transition

13

32.5

Formulated transition team

12

30.0

Church history/theology/organizational structure

10

25.0

Announcement of different stages/step in progress

9

22.5

Appointment/efficiency of present pastoral leadership

8

20.0

Conducting a church survey

7

17.5

Process in place, opportunity to participate

3

7.5

Good communication

2

5.0

Pastoral staff efficient

2

5.0

Repeated announcements

2

5.0

Bulletin announcement

1

2.5

Annual church theme

1

2.5

Not clear of transition team responsibilities

7

17.5

No direct communication

6

25.0

Not preparing congregation

6

25.0

Congregation not informed

4

16.7

Don’t know what’s being done

4

16. 7

Present pastor not relegating responsibilities

3

7.5

Present leaders (non-pastoral) not equipped to lead

2

5.0

Congregation left on their own

2

5.0

Congregation unaware of who (pastoral candidate)

1

2.5

Congregation unaware of whose on transition team

1

2.5

No opportunity to contribute

1

2.5

Received Guidance

Received no guidance

In responding to FGQ 4, participants from Church B shared that they experienced
pastoral transition for approximately six years. The founding pastor became ill with a
gradually debilitating condition. As indicated in their responses to FGQ 3, nine out of the
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fourteen participants indicated they had watched the decline of the founder (see Table
4.14, p. 158). The members’ personal observation rather than an announcement from the
leadership team was the primary means of them learning of the need for the transition of
the founding pastor.
Participants from Church B listed only three ways they believed the church
leadership provided guidance to them through the transition process. The first was that
the founder had appointed the person who served as assistant pastor. Four out of the
eleven thought the founder making this appointment to leadership had helped them
during the transition; however, the majority of the respondents (86.7 percent) also
thought that because the founder left no direct communication, written succession plan,
or written directives they lacked guidance. Some of the participants (13.3 percent) who
responded to this question believed the founder had trained the assistant pastor for the
leadership responsibilities. In response to FGQ 4, the participants from Church B listed
the three ways they thought the leadership provided guidance and the eight reasons they
thought they received no guidance (see Table 4.17).
Table 4.17 also illustrates that a little more than one-fourth of the participants
(26.7 percent) thought the assistant pastor, who served as interim pastor, was efficient
and should have become the pastor; however, they (26.7 percent) also felt a strong
reluctance to install him as pastor. The members admittedly were confused. They did not
want to be disrespectful of the founding pastor because she was not dead. The church
congregation has a strong faith and prayer life so they prayed and believed the Lord
would heal the founding pastor and, in time, would resume pastoral leadership. Their
spirituality conflicted with the practical needs of the church. Three of the eleven members

Hinson Graham 163
(13.3 percent) also shared that they believed the assistant pastor did not really know what
to do, either. He also felt uncertain because he had no written directions or direct
communication from the founding pastor. Although the board met, two of the fifteen
respondents (13.3 percent) believed they did not receive feedback from the board. Since
the church held no general meetings, the participants (6.7 percent) thought the leadership
did not communicate well with the membership.

Table 4.17. Indicators of Guidance from Church Leadership—Church B (N=15)
n

%

Appointment/efficiency of present pastoral leadership

4

26.7

Church pastoral staff efficient

2

13.3

Training and guidance of church leaders

2

13.3

No guidance

9

60.0

Reluctance to install assistant pastor as pastor

4

26.7

Present leaders not equipped to lead

4

26.7

Churches do not prepare members

3

20.0

No clear written directions

3

20.0

Board meetings, but no feedback to congregation

2

13.3

No general church meeting

1

6.7

No direct communication

1

6.7

Means of Church Leadership Providing Guidance
Received guidance

Received no guidance

The members of Church C had experienced the transition of their founding pastor
fourteen years prior to this study. Among the persons who participated in this study, their
average years of membership were 28½ years. The members experienced three change
events that led to pastoral transitions within five years: the elevation of their pastor to
bishop, and the illness and subsequent death of their pastor.
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Recorded in the transcript of the answers to FGQ 3b, the participants shared their
transition experiences stories. The first event was the announcement of the founding
pastor transitioning from pastor of the local church to senior bishop of the church
organization. Subsequently, the founding pastor left the church in order to lead the
organization and develop another church that was within the church organization but
located in a neighboring city. Subsequently, the founding pastor appointed the succeeding
pastor and the elders for Church C and, later, three bishops who worked under his
leadership. After five years, the founding pastor became ill and died.
Table 4.18 also illustrates that the participants of Church C (70 percent) thought
the senior pastor’s announcement of his succession plan and transitioning to leadership of
the organization gave guidance to their church. Four out of the thirteen respondents (40
percent) recalled that he used church meetings and open forums as means of informing of
the congregation of his transition plans. He also preached sermons regarding changes and
transitions. Some of the respondents (30 percent) believed these sermons also helped to
prepare them for the transition. The appointment and qualifications of the leaders that the
founding pastor had appointed were also means of guidance for two out of the thirteen
respondents (20 percent).
The participants shared four responses that indicated they had received no
guidance: The process in place was inefficient (20 percent); the pastoral staff was
efficient but had no authority (10 percent); the leadership expanded the church focus too
rapidly (10 percent); and the present leaders were not equipped to lead (10 percent). The
participants said that the premature death of the founder limited the time that he had to
articulate his vision and to implement it fully. Inadequate time to prepare for the

Hinson Graham 165
transition, lack of authority for the leaders, and implementing changes too quickly were
the basis for members of Church C feeling the guidance was not effective (see Table
4.18).

Table 4.18. Indicators of Guidance from Church Leadership—Church C (N=13)
Means of Church Leadership Providing
Guidance

n

%

Pastoral directives/succession plan

7

70.0

Open forum/church meeting

4

40.0

Founding pastor’s sermons

3

30.0

Appointment/efficiency of present pastoral
leadership

2

20.0

Process in place, inefficient

2

20.0

Church pastoral staff efficient

1

10.0

Expanded church focus

1

10.0

Present leaders not equipped to lead

1

10.0

Received guidance

Received no guidance

In responding to FGQ 4, participants from Church D shared that they experienced
pastoral transition because of the illness and incapacitation of the founding pastor.
Church D respondents watched the decline of the founder (see Table 4.14, p. 158). This
pastor had designed a new pastoral leadership structure but had intended gradually to
delegate more responsibilities to the persons she appointed. However, when she became
ill and subsequently incapacitated, the new pastor had to continue to serve without the
benefit of prior, historical guidance.
Participants from Church D listed only two ways they thought the church
leadership provided guidance to them through the transition process. The first was that
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the founder had announced the appointment of the person who served as pastor. Two out
of the seven (28.5 percent) believed the founder making the appointment to leadership
and preaching sermons on changes in leadership had helped them during the transition.
However, three of the seven respondents (42.9 percent) thought the founder had made no
formal statements or presentations. The five responses that at least one participant (14.3
percent) of the seven shared were, “Maybe we didn’t know how to identify the
guidance”; “churches do not prepare members for changes in pastoral leadership”; “we
received no guidance”; “I personally saw the decline of the pastor, but nothing was said”;
and, “the process was in place, but it was inefficient.” These five responses (71.5 percent)
accounted collectively for the majority of the responses to FGQ 4. The pastoral transition
was a negative experience for the members of Church D. An experience they thought was
unsuccessful (see Table 4.19).

Table 4.19. Indicators of Guidance from Church Leadership—Church D (N=7)
Means of Church Leadership Providing
Guidance

n

%

Announcement made to church

2

28.5

Pastor’s sermon/indirect message

2

28.5

No formal presentation

3

42.9

Churches do not prepare members

1

14.3

Maybe we didn’t know how to identify guidance

1

14.3

No guidance

1

14.3

No response

1

14.3

Personally seeing decline of pastor, nothing said

1

Process in place, inefficient

1

Received guidance

Received no guidance

14.3
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The transition experience for the members of Church E was an emotionally
painful one. Many of the participants had grown up in the church and had been members
for years. Family and church relationships connected many of them. Within a year, their
founding pastor became critically ill and died. During the year of her illness, the founding
pastor used the time to provide guidance to the assistant pastor and the church members.
The assistant pastor served as interim pastor.
The loss of the founder was painful, but the transition experience was good. The
ten participants in this study agreed, and all their responses to FGQ 4 (100 percent)
indicated that the church leadership provided positive guidance during their pastoral
transition experiences. Table 4.20 lists eight responses that members of Church E
identified as the ways the leadership, primarily the founding pastor, provided guidance to
them for the pastoral transition.
The founder giving leadership training was the primary means that eight of the ten
respondents (80 percent) believed their church congregation received guidance. In the
focus group session, four of the ten (40 percent) shared that the founder had high
expectations and laid an excellent spiritual and practical foundation for them. In addition
to giving them leadership training, three of the ten (30 percent) thought that the founder
also gave them opportunities to lead and taught the congregation how to be good
followers. Among the focus group respondents, five out of the ten (50 percent) believed
the personality and leadership skills of the assistant pastor, whom the founder had
appointed, were also a means of the founder providing guidance. As the assistant pastor
had served beside the founder, one out of the ten (10 percent) also thought she was a
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source of guidance for them during and after the transition process. The transition
experience was a very positive experience for Church E (see Table 4.20).

Table 4.20. Indicators of Guidance from Church Leadership—Church E (N=10)
Means of Church Leadership Providing Guidance

n

%

Received guidance
Founder’s precedence—leadership training

8

80

Assistant pastor’s personality and leadership skills

5

50

Founder’s expectation

4

40

Founder’s legacy/foundation

4

40

Founder giving opportunities to lead

3

30

Founder’s influence with denominational affiliation

3

30

Founder’s teaching to congregation

3

30

Appointment and Service of Assistant Pastor

1

10

0

0

Received no guidance

Participants from the five churches collectively listed fifty-one different indicators
as they shared 219 responses as examples of guidance that church leadership provided
during transition experiences. No response was common in all five churches. Only three
responses, “appointment of present pastoral leadership, efficient church pastoral staff,
and present leadership not equipped to lead,” were indicators in the responses of
members of three of the five churches. Respondents from two of the five churches listed
only five of the same indicators: “announcements made to church, churches do not
prepare members, no direct communication, no guidance, and process is in place but not
efficient,” as examples of guidance from the church leadership.
The final question that focus group participants answered in reflecting on the
practices that the church engaged before and after the pastoral transition that led to
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successful or unsuccessful transitional experiences was FGQ 5. The participants
addressed the strengths, the weaknesses, and the perceived effects of the transition
process on the church. Four categories described the strengths of the practices:
communication, leadership, polity, and spirituality.
Communication refers to the practices that members disclosed they thought the
church utilized to keep them apprised of the pastoral transition event and process.
Leadership identifies the practices that the founder, pastoral staff, or lay leaders engaged
to assist the members as they experienced the pastoral transition process. Polity refers to
the practices of governance that the members of the five churches perceived as
established practices utilized during the pastoral transition process. Spirituality refers to
the practices members engaged that referenced their relationship to God and his
intervention in the transition event.
Participants in this study (37 percent) believed that the churches utilized six
practices of communication as members engaged the pastoral transition process. These
communication practices, such as “informing them through bulletin announcements and
questionnaires, having a written succession plan, and sharing the church vision,”
accounted for 109 strengths identified as the practices the church engaged during pastoral
transition. The second category that participants listed was the thirty-three indicators of
leadership practices (e.g., the founder’s teachings; having a qualified, respected,
appointed, and experienced assistant pastor; strong and appointed pastoral support staff;
and, the congregation knowing the new pastor) that they (33 percent) thought were the
strengths of the transition process. For the third category, respondents (32.7 percent)
listed twenty-nine indicators of church polity (e.g., appointing and setting parameters for
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the transition team forming an intergenerational transition team, and including members
in the process, and having a succession plan in place) among the strengths of the
transition experience. The fourth category that only three respondents (2.5 percent)
identified as one of the strengths of the transition process was spirituality. One hundred
and nine responses generated across the five churches indicated that members identified
and verbalized strengths of the practices that their churches engaged before the transition
of their founding or long-term pastor (see Table 4.21).

Table 4.21. Strengths of Practices Engaged before the Pastoral Transition Process
(N=109)
Strengths of Practices
Communication
Bulletin announcement
Informed of transition before it occurred
Questionnaire
Some communication
Succession plan in place and articulated
Vision shared
Leadership
Founder’s teaching
Pastoral
Assistant pastor qualified and respected
Assistant pastor appointed and served for years
New pastor known to the congregation
Strong pastoral staff in place
Polity
Appointment of transition team
Controlled setting for transition team
Process inclusive of congregation
Process inclusive of intergenerational members
Succession plan in place
Timing between announcement and actual transition
Spiritual
Anchored in the Word

n

%

44

40.4

33

30.3

29

26.6

3

2.8
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In responding to the second part of FGQ 5, members addressed the weaknesses of
the practices their church engaged before the transition process. Four categories
summarized their responses: communication (51.2 percent), leadership (7.0 percent),
polity (38.4 percent), and miscellaneous (3.5 percent). Members gave eighty-six
responses, identifying the weaknesses in the practices their church engaged before the
pastoral transition process. The communication procedures or lack of communication
procedures affected them most. Members articulated forty-four responses, indicating they
believed their churches failed to apprise them of the pastoral transition event or of the
process through which the event would take place. Table 4.22 illustrates the weaknesses
of the practices that members of the five churches in this study identified their churches
engaged before the pastoral transition process.
Participants (51.2 percent) in this study thought that the communication practices
engaged during the pastoral transition process were the source of the greatest weakness in
these types of transitions. Participants believed (1) the churches did not engage
communication practices (e.g., did not inform members of the transitional event or did
not relate pertinent information concerning the founder’s health; did not give members
opportunities to vent or have their questions answered); and, (2) the practices were
inefficient (e.g., the transition team did not consistently inform church members of the
transition team’s activities, or the communication was ineffective). The participants in
this study recalled, identified, and articulated eighty-six indicators of the weaknesses of
the practices that their churches engaged before the transition of their founding or longterm pastor (see Table 4.22).
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Table 4.22. Weaknesses of Practices Engaged before the Pastoral Transition Process
Weaknesses of Practices
Communication
Uninformed about the process
Lack of communication
Ineffective communication
Uninformed consistently of transition team activities
No opportunity to vent/ask questions
Questions not answered
Some members did not know of the severity of the
founder’s illness
Leadership
No directive from pastor
Under handled
Polity
No policy, procedure or succession plan
Long process
Transition team members not known (identity of)
Uninformed of the process
Miscellaneous

n

%

44

51.2

6

7.0

33

38.4

3

3.5

Can’t know the weaknesses while going through the process

Members of the focus groups gave thirty-seven responses that identified the
strengths of the practices their churches engaged after the pastoral transition process had
occurred. Their responses aligned in three categories: leadership (52.7 percent), polity
(16.6 percent), and spirituality (33.3 percent). Table 4.23 presents the strengths of the
practices that the churches engaged after the transition of the founding or long-term
pastor.
Practices in which the leadership engaged were the primary area of strength that
nineteen members’ responses (52.7 percent) indicated their churches utilized after the
transition process. The members thought that the new pastor’s actions (e.g., being a
godly, praying person), methodology (e.g., making changes slowly, trying hard, and
continuing the founder’s ministry), and preparation (e.g., being a part of the staff and
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training from the founder) were important. They also believed that the assistant pastor’s
response (e.g., stepping in to help and listening) after the transition were indicators of
strengths of the process. Spirituality (e.g., being anchored in the Word, continuing in
worship, preaching and teaching the Word, sensing God’s presence in their midst,
trusting in God, and the church being in good shape) was the second category that twelve
members (33.3 percent) indicated as strengths in the practices their church engaged. The
final category indicating strength was polity. The responses of six focus group members
(16.6 percent) indicated that their churches (1) had handled the business of the church, (2)
had a process in place for transition and gradually made changes in leadership, and (3)
were a “ready-made-congregation, which nobody could walk in and take over.”
Respondents indicated thirty-seven occurrences of practices engaged in their churches
after the pastoral transition experience, which were strengths (see Table 4.23).
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Table 4.23. Strengths of Practices Engaged after the Pastoral Transition Process
(N=37)
Strengths of Practices
Leadership
Pastoral
Founder
Legacy and reputation in the community
Assistant pastor (interim pastor)
Knew how to listen
Stepped in
New assistant and associate pastors
strong and available to help
New pastor
Continuing the founder’s ministry godly/praying
Part of present staff
Previous pastor trained
Slowly made changes
Tried hard
Spirituality
Anchored in the Word
Church was in good shape
God in the midst
Preaching and teaching the Word
Trust in God
Worship continued
Polity
Business of the church handled
Process in place—gradual change in
leadership
Ready-made congregation/nobody could
walk in and take over

n

%

19

52.7

12

33.3

6

16.6

The fourth question, FGQ 5, asked members of the focus groups to describe
weaknesses of the practices their churches engaged after the pastoral transition. Members
generated forty-nine responses in five categories. The first of the five categories of the
practices that members thought their churches had engaged that indicated weaknesses in
the pastoral transition process was leadership (36.7 percent). For example, the members
expressed eighteen responses in which they believed the new leaders were incapable of
leading. The new pastor (1) was inefficient, (2) had not taken advantage of training
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opportunities, (3) exemplified a different leadership style, (4) was intimidated, (5) was
fearful, (6) lacked interpersonal communication skills, and (7) did not have the
congregation at heart. The respondents from two of the churches thought that the assistant
pastors did not exert authority. One church believed that the new pastor received the
appointment but that the assistant pastor assumed the leadership responsibilities.
Polity was the second category that indicated the weaknesses of the practices that
churches engaged (22.4 percent). Members described that in their experiences the board
had several weaknesses. The board was not clear of its authority, thought their
congregation did not need to know information regarding the board’s actions during the
process, was unable to straighten out confusion, was protective of their positions rather
than the church members’ interests, and helped to contribute to a “big uproar.” In
addition to board weaknesses, members also believed that having a governing document
might not provide sufficient structure and guidance. For two of the churches where a
succession plan was in place, the succession plan did not work because the founder’s
health declined too rapidly.
The third category of responses describing weaknesses in the pastoral transition
process was congregational issues (20.4 percent). Focus group participants shared ten
indicators of the weaknesses of the process. Among those indicators of the weaknesses
were congregations simultaneously facing more than one transition (e.g., the founder
being ill and incapacitated and a new pastor serving or the pastor being ill and
subsequently dying), neither the church leadership nor the congregation knowing how to
handle change, the congregation not receiving the new pastor in an inviting manner,
members having high expectations of the new pastor, members talking among themselves
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instead of talking with the new pastor, members feeling disconnected, and leadership
making inadequate efforts to unite the congregation. The church leaders’ and
congregation’s failure to address these issues led to ineffective pastoral transitions.
Communication was the fourth category of the responses indicating weaknesses in
the practices that churches engaged after the pastoral transition (14.3 percent). Focus
group members shared seven responses, including the leadership not adequately
informing the congregation of what would happen in the transition process, some
members knowing the transition was occurring but not knowing the stages in the process
nor what to expect, and some members believing leadership shared little or no
communication, resulting in members talking among themselves and perpetuating a
negative environment.
The fifth and final category was spirituality, which accounted for seven out of the
forty-nine responses (8.2 percent) that members generated based upon the perceived
weaknesses of the pastoral transition process. Participants stated that some members
lacked spiritual maturity to handle the transition process, that at times people were more
loyal towards the founder than towards God, and that the participants did not think that
the congregation was “totally dependent on God during this process” (see Table 4.24).
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Table 4.24. Weaknesses of Practices Engaged after the Pastoral Transition Process
(N=50)
Weaknesses of Practices

n

%

Leadership
Incapability of the new leaders
New pastor—inefficiency of
-intimidated, fearful
-very different personality
-had not taken advantage of training
-different leadership style
-lack of interpersonal communication skills
-low expectations
-did not have the congregation at heart
Assistant pastor—did not exert his authority
-assumed responsibilities, not new pastor
Polity
Big uproar
Board not clear of their authority
Congregation did not need to know
-Leaders were over protective
Succession plan did not work, founder’s health declined rapidly
Unable to straighten out confusion
Congregational issues
Facing two transitions simultaneously
Talking among themselves not to new pastor
Did not/could not see any strengths or weaknesses
Did not receive new pastor
Did not know how to handle change
Feeling disconnected, no efforts to unite
High expectations
Communication
Members talking to negative people
Congregation not informed
Changes
Congregation knew what, but not how
Spirituality
Loyalty to founder, not to God or ministry
Congregation not totally dependent on God
Lack of spiritual maturity

18

36.7

11

22.4

10

20.4

7

14.3

4

8.2

Members articulated the strengths and weaknesses of the practices that church
leadership implemented before and after the transition in addition to the effect that they
believed these practices had on the church. Focus group participants shared fourteen
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responses of the effects they perceived these practices had on the members of the
congregation.
The first category of the responses describing the effects of the church practices
engaged before the transition was congregational issues (57.1 percent). Participants
expressed the following effects: (1) The membership was in denial; (2) membership
became nervous regarding the transition process; and, (3) leadership did not consider
adequately or appropriately the members’ feelings. The second category the responses
described as weaknesses of the process was the effect of leadership not providing
adequate guidance (42.9 percent). Participants cited that the board was not timely in
appointing the assistant pastor to become pastor. Some members of Church B believed
the assistant pastor deserved to be the pastor and the board should have appointed him
immediately. He served as interim pastor for six years before the congregation voted and
the board appointed him as pastor. Participants also noted that lay leaders jockeyed for
positions for themselves rather than keeping the transition process and the members’
interest as their primary focus (see Table 4.25).

Table 4.25. Perceived Effects of Church Practices Engaged before the Pastoral
Transition (N=14)
Perceived Effects
Congregational issues
Members became anxious
Feelings were not considered
In denial
Leadership
Pastoral
Assistant pastor (interim pastor)
Was deserving
Leaders (Non-clergy)
Jockeying for positions

n

%

8

57.1

6

42.9
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The focus group participants generated only fourteen responses (11.9 percent) for
the practices they identified as weaknesses of the process. However, they generated 104
responses (88.1 percent) as they indentified the effects of church practices engaged after
the transition experience on the congregation (see Appendix H). Four categories listed on
Table 4.26 summarized their responses.
The practices in which the church engaged affected members emotionally,
spiritually, relationally, and practically. The first category, congregational issues,
accounted for the majority of the responses that focus group members described (51
percent). The fifty-three responses included the emotion/ affects (e.g., apathy, bad
feelings, confusion, resentment, lack of understanding, and personal hurts) that members
experienced. The relational effects members experienced included not having a
relationship with new pastor, not allowing the new pastor (former assistant) to pastor,
having divided loyalties, and having concerns for the impact the process was having on
the assistant pastor. The emotional reactions that members experienced included leaving
the church or visiting other churches, seeking wrong counsel, rebelling and not giving the
new pastor a chance, and questioning all actions. For example, they asked, “Am I helping
or contributing?”; “Who will remain at the church?”; and, “What are we going to do?”
The practical effects were members’ diverting attention to other interests. However, some
participants expressed they learned through the process. Some of the learning experiences
included how to pray through a difficult time, how to read the Bible more, how to seek
God, and how to build closer relationships with other members of the congregation (see
Table 4.26).
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The second category of the effects of the practices that the church engaged after
transition was church polity (28.8 percent). The thirty responses that focus group
participants generated regarding matters of governance included “confusion on who
leaders should be; members felt left out of the process and did not have a choice in who
the new pastor was; members felt powerless; and, the process had a negative effect and
‘left a sour taste in people’s mouths.’” However, some members thought the transition
“was smooth, they had a positive experience, and the strengths minimized the
weaknesses.” Others said that they were unable to determine the strengths or weaknesses
of the transitional process (see Table 4.26).
Communication was the third category of the church practices engaged after the
pastoral transition that had an impact on the congregation. The respondents’ answers
indicated leadership offered little or no communication to the congregation (10.6
percent). Participants in the focus group believed that “members did not know who to
talk to, were uninformed, and the congregation engaged in talking, gossiping, and
spreading rumors.” The respondents generated eleven responses of expressions of their
feelings of the effect that the practices in which the church engaged after the pastoral
transition had on the congregation (see Table 4.26).
The final category that focus group members used to describe the focused on the
impact of leadership practices effects (9.6 percent). The responses from ten focus group
members from Church B substantiated that the process had a negative impact on the
assistant pastor and left him uncertain of his role and responsibilities. Without a written
succession plan, neither he nor the board members were clear on how they should
proceed in handling the pastoral responsibilities. The process was also insensitive to
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members’ feelings. Members thought they had no choice but had to endure the transition.
The pastor was no longer able to serve; however, no one really communicated with the
members or gave support to them as they grieved the loss of their pastor. The members of
Church D thought the new pastor did not empathize with the congregation, did not or
could not exemplify quality leadership, did not have a relationship with the congregation,
nor did get to know them. The members believed these factors contributed negatively to
the transition experience (see Table 4.26).

Table 4.26. Perceived Effects of Church Practices Engaged after the Pastoral
Transition (N=104)
Perceived Effects

n

%

Congregational issues

53

51.0

Polity

30

28.8

Communication

11

10.6

Leadership

10

9.6

RSQ 4 sought to identify the church practices that led to successful or
unsuccessful transitions. The answers respondents provided to FGQ 3 identified the most
effective means of congregations learning of the pastoral transition. Those means were
through direct communication from the founder or other pastoral leader in a timely
manner. The responses to FGQ 4 identified that the transition process was most effective
when members of the congregation received guidance from the founder and pastoral
leadership, received direct communication consistently regarding the transition process,
knew procedural policies were in place, and were clear as to who was responsible for
their execution. FGQ 5 identified the strengths of church practices that ensured successful
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transition, which included effective communication, efficient leadership, effectual polity,
and established spiritual foundations evidenced through continued worship, reliance on
God, and involvement in ministry activities.
Respondents identified four primary church practices that led to unsuccessful
pastoral transition. The first church practice that led to unsuccessful transition the
responses to FGQ 3 identified was insufficient or no communication from the church
leadership to the people before, during, and after the transition. The responses to FGQ 4
identified the second and third church practices engaged that led to unsuccessful
transition. These practices were the founder failing to provide a written succession plan
or failing to articulate clearly the established policies or procedures the church should
follow before, during, and after the transition and an inadequate amount of time between
the announcement of the transition and the actualization of the transition.
The participants’ responses to the second part of FGQ 5 identified the weaknesses
of church practices that led to unsuccessful transition. This weakness occurred when
church practices facilitated the appointment of unqualified or unfamiliar pastoral leaders.
These appointed leaders did not take an active role in the pastoral transition process.
Additionally, they were insensitive to the needs of the members or failed to involve the
members in the transitional process. As a result, the members thought the church
leadership was effective in the practices they engaged during their pastoral transition
experiences.
Whether the experiences were negative or positive, helpful or unhelpful,
participants in this study clearly verbalized their assessment of their experience during
pastoral transition. Members had strong feelings as they evaluated and synthesized the
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meaning of the activity that their church engaged during the transition of their pastors.
The successes and failures in the execution of church practices were significant factors
for members as they reflected on their experiences during the pastoral transition process.
Summary of Major Findings
The study produced some significant findings discussed in Chapter 5.
1. Respondents in this study were very dependent on God, usually collaborated
with God when making decisions, were more likely to defer to God rather relying on
themselves in solving problems, and relied on God to guide their actions.
2. Overall, the participants had the ability to use appropriate problem-solving
skills and took the initiative to access spiritual help to find resolutions.
3. Participants articulated the ability to access multiple examples of spiritual
resources, which they utilized during their experience with pastoral transition.
4. This topic of transition produced a welcomed opportunity and a cathartic
experience wherein participants were not hesitant to respond, felt comfortable in sharing,
were well-versed in expressing, and easily, clearly, and concisely discussing their
emotions and spiritual responses to their experience with pastoral transition in a safe,
structured, and convivial environment.
5. Participants were able to identify the practices that their churches engaged both
before and after the pastoral transition experience and to evaluate the effect the practices
had on the congregations where they were members.
6. Longevity and loyalty in church membership were instrumental in participants
effectively solving problems they encountered during the pastoral transition process.
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CHAPTER 5
DISCUSSION
This project originated out of a desire to see if the process of pastoral transition
could be more effective than it currently is in African-American churches and if
congregations were emotionally and spiritually prepared for the transition. During my
lifetime of membership in churches and the last twenty-eight years of serving as a
minister, my personal experiences indicated that when churches faced pastoral
transitions, their primary focus was why the present pastor was leaving and who would
become the next pastor. While these two factors are significant concerns, addressing
these concerns often neglected how the congregation felt or how they would respond to
the pastoral transition. Congregations often experienced feelings of loss and grief even if
they understood and supported the reason for the pastoral transition. They also felt mixed
emotions when the pastoral transition occurred suddenly or resulted from pastoral
indiscretions. Additionally, when the congregations were independent churches, having
founding or long-term pastors, and had no connection or only limited affiliations with
denominational organizations, members often felt isolated and non-supported when
pastoral transitions occurred because they had no support from external entities. In order
to understand how congregations responded emotionally and spiritually to the transition
or loss of a founding or long-term senior pastor, the purpose of this nine-month
phenomenological study was to identify how selected members of independent AfricanAmerican churches in Central Florida responded emotionally and spiritually to the loss or
impending transition of a founding or long-term senior pastor.
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The design of this ministry intervention was to identify ways that members of
independent African-American churches responded spiritually and emotionally to
pastoral transition. The CHG demographic survey, the Religious Problem-Solving Scale,
and the CHG emotional and spiritual responses questionnaire from the focus group
participants were the sources for the data collected and analyzed in this study. The
African-American church members who generated the plethora of reflections of their
experiences with pastoral transition contributed directly to the success of this project.
Major Findings
Through the process of this research project and the findings it unearthed, I
identified the significant indicators of participants’ spiritual and emotional responses as
they experienced pastoral transitions. This nine-month ministry intervention also
presented opportunities to learn what members of congregations thought, believed,
internalized, recalled, and articulated when they reflected on their pastoral transition
experiences. The following sections discuss major findings, their implications within the
body of research, and recommendations for their application within the context of
ministry.
Reliance on God
As I listened and observed, respondents in this study relied on God and looked to
him for guidance in their decision making and problem solving. Their religious beliefs
influenced the way they viewed and handled the complexities of change in their personal
and spiritual lives. When members experience pastoral transition, they may also
experience confusion in determining what are the right decisions, correct actions,
appropriate responses, and reliable sources of help. They may ask questions such as,
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“Where is God?”; “What is God doing?”; “What does God want us to do?”; or, “Why is
this happening?” However, the membership of most African-American churches, as the
participants in this study evidenced, consists of people well acquainted with the struggles
that shape and influence them emotionally and spiritually. The participants had a deep
sense of spirituality. Having membership in a church, attending worship services, and
participating in ministry activities are evidences that having spiritual connections is an
imperative in their lives. Most engaged practices such as praying or seeking God, reading
Scriptures, or talking with those whom they esteem as personal spiritual leaders or
helpers as a regular part of their spiritual lives. They especially rely on these practices in
times of crisis. The participants showed that the acculturation of members of AfricanAmerican churches is one in which discerning and acting in concert with God’s
involvement in their life is foundational.
Because many African-American congregants have a deep faith and trust in God,
they can affirm that no matter what, God will take care of them. Especially in times of
crisis, black people seek the refuge and solace of God. Mead’s discussion on pastoral
change describes how stressful and impactful these crucial times are in congregational
life (20). In times when the crisis is the pending change or absence of their spiritual
leader, their pastor, members of African-American congregations depend on God for
comfort, direction, and guidance. The research revealed these church members actualized
their responses through one of three orientations. The orientation style the participants
most frequently evidenced was deference to God for direction in problem solving.
Almost half of the participants usually collaborated with God when they made decisions.
Only a miniscule percentage of the participants in this study were likely to be self-
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directive and only occasionally acted independently of God. African-Americans have
traditionally had a significant dependence upon and strong faith in God. The belief is
rooted in the fact that God wants to help; therefore, yielding and submitting are the job of
the believer (Waters 88). These research findings support the acculturation evidenced in
many African-American churches and communities where congregations meet regularly
for worship services, prayer meetings, Bible studies, and communal support in times of
crisis.
Unlike, Adam and Eve who hid themselves and tried to avoid meeting with or
talking to God when they experienced the first relational transition, the participants in this
study were very dependent on God especially during their experience with pastoral
transition. The biblical framework in Chapter 2 establishes that God’s creative purpose
was to have relationship with humankind as first illustrated in God’s relationship to
Adam and Eve. They were the first congregation and God was their spiritual leader who
communed, communicated, and fellowshipped with them. Adam and Eve experienced the
first relational transition when they sinned. Adam and Eve demonstrated their failure to
understand their relationship with God and forfeited their place and position
(Deffinbaugh 1) when they willingly disobeyed, severed the lines of communication, and
broke fellowship with God (Seamands, Ministry 12). Their sin separated them from God;
however, God never abdicated his position. Although the consequences of their actions
were severe, Adam and Eve transitioned from Eden. However, God instructed them and
prepared them for entering their new life. After their transition from Eden, Eve
recognized God’s help as their son was born and acknowledged their continued
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dependence on God. Adam and Eve’s story was the first in a long line of successive
stories of humankind’s dependence on God during transition.
Another example, the children of Israel, whose story of transition is told is in
Exodus 1-3, were a people who learned to rely on God. Their story is one that illustrates
the systemic changes that Kinney, in an interview with Cartwright, describes that occur in
the life of people when transitions in leadership bring harsh or oppressive rulers who
view their needs or the system’s needs as being more valued than the needs of the people
(“1 on 1”). When leaders institute life-altering changes and are insensitive to the impact
that working and living conditions have on the emotional, physical, and spiritual wellbeing of those under their rule, people seek relief from their suffering. In their plight, the
children of Israel cried out, God heard their cry and acted on their behalf. God wanted the
children of Israel to know that God was reliable and that they could completely trust God
(Spangler 25). God sent a deliverer, Moses, a leader who replaced the oppressive ruler
and brought the children of Israel back under the rule of and into relationship with God.
The children of Israel’s story of enslavement in and deliverance from a land in
which they were strangers in many ways parallels the story of African-American people
in America and is often a point of reference and source of encouragement in the Black
church. The Black church was born out of the needs of freed slaves in America to have a
place of worship. Sometimes the pastoral leadership has been in place and of good
quality. Other times leadership has been lacking or not of the quality to help the people
and move the church forward, yet the black church has endured and has continued
(Lincoln and Mamiya 114) because its members have learned that God is faithful. God
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has continually led, guided, directed, and counseled them as they have cried out to and
relied on God, especially during times of transition.
One of the ways ministry practices could assist members is in helping members to
realize that God’s plans do not always align with members’ feelings, but their spirituality
is a vital influence in how members negotiate the transition process. Pastoral transition is
not an event that an individual experiences alone, but it is rather a group experience.
Therefore, encouraging corporate reliance on God through corporate prayer, Bible study,
fasting, and good counsel and direction are means of helping the church membership. In
addition, corporate teaching and group studies on the topics of change and transition
using biblical models for teaching will help members to increase their reliance on God.
Examples of reliance on God during transitions are (1) the children of Israel transitioning
from Egypt (Exod.), (2) the daughters of Zelophehad and their inheritance of land (Num.
26:33; 27:1-8), and (3) Jesus as he trained his disciples and then transitioned from his
work (Matt. 28:19-20; Acts 1:8). When members face transitions and address their
feelings, they can more aptly discern what God says through studying God’s word and
learning about God’s actions.
Problem-Solving Skills Using Spiritual Resources
The findings from the problem-solving scale indicated that the participants were
able to identify and solve problems, access spiritual help in finding resolutions, and make
decisions in determining appropriate courses of action. African-American people and the
African-American Church have been well acquainted with solving problems over years.
The Black church, black families, and the Black community have all been places where
people have had to figure out how to transform their own lives, the communities in which
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they lived, the societies in which they worked, and the churches where they worshipped.
The Black church has also served as the avenue, the advocate, and agent that helped its
members and its community to solve problems. The research substantiated that
participants in this study heavily relied on God and realized their responsibilities in
decision making and problem-solving, especially as they faced the issues associated with
pastoral transition.
Congregations will often be upset or panic at the news that the pastor is leaving.
The news is disturbing and usually stirs many emotions because of the relationship that
many pastors, especially African-American pastors, have with their parishioners.
However, as Hahn advocates, adopting an alternate perspective, where church leaders,
members, and the pastor view the transition as a process, not a crisis or a quandary, and
making the decision to work through the process forms a healthier vantage point (1).
Although the initial response is usually a negative one, and some leaders, members, or
even the pastors themselves may be in denial. Negative emotions can be the channels that
help facilitate positive change.
Black churches are places of uncontrolled imagination, according to Cone, and
have been impetuses for change and innovation serving as the voice for the protests,
struggles, pain, and injustices of the people (“Interview with James H. Cone”). The
research in this study showed the majority of respondents usually took some
responsibility to provide solutions to their problems and selected solutions in their
decision-making process. In the midst of perceived crisis, people tend to think influenced
by their feelings and not necessarily with their minds. Sometimes they are unable to see
alternate solutions (Oshry 46). Participants were able to be objective and see their
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situations from the perspective of what would be good for the church. For example, the
participants sought God’s intervention and directions, fasted and prayed as spiritual
resources, and sought the counsel and guidance of spiritual leaders or other personal
relations during the transition experience.
The findings from the Religious Problem-Solving Scale were highly indicative of
the participants’ ability to maneuver the decision-making process (see Figure 4.3, p. 136).
When asked to identify what helped them to face change and spiritual resource they
accessed, the responses that three-fourths of the participants in this study shared indicated
they rarely acted independently of God. Praying and seeking the Lord’s guidance was
usually the means the participants used to negotiate the decision-making process. After
accessing spiritual help in finding resolutions, the participants identified problems such as
the lack of effective communication and recommended ways the church more efficiently
could address the communication issues. For instance, the pastor should take the initiative
to inform members of the transition in a setting such as a business meeting that the pastor
or church leadership establishes for that purpose. The participants acknowledged that the
pastor could not resolve every problem. Therefore, members could take the initiative to
ask questions, get clarification on procedures, and volunteer to participate in the process,
or serve on the transition teams, which were viable means of using their problem-solving
skills.
The relationship between emotions and decision making is a significant one. Even
when people realize they are at crucial turning points in their lives and the decisions that
they make will significantly affect their future, their emotions may influence their
decisions more than rational thinking (Potts). Therefore, as the church entered the places
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of greatest uncertainty during the transitioning process, one of the imperatives was that
members tuned in emotionally, spiritually, and intellectually. For example, the
respondents identified nine spiritual resources that sixty-seven out of the eighty-five
indicated they accessed when they needed help in facing or handling change and pastoral
transition. The members in this study had ideas and recommendations that could have
contributed positively to the resolutions of the difficulties their churches faced such as
reduced church attendance, members leaving the church, or feeling disconnected during
the transition processes.
After the original sin, Adam and Eve sought to solve the problems they created
for themselves by themselves. Their solution was to cover themselves, hide themselves,
and cut off communication with God. Preparing clothing for themselves became the first
act of humans attempting to make their own provisions. However, their solution was not
God’s solution. He finds them, confronts them, communicates with them, and covers
them. Since the Fall, a source of struggle in problem solving is learning to balance the
tension between what God’s actions are and the expected actions of humankind.
Another example of humankind seeking to resolve their own emotional and
spiritual issues is the disciples’ experience with transition after Jesus’ crucifixion as they
left Jerusalem and walked to Emmaus (Luke 24). The disciples experienced high
emotions of discouragement, sadness, abandonment, and disappointment. They felt
wounded emotionally (Seamands, Ministry 71) and sought to withdraw, limit their
interaction, and get away from the place of pain. However, as they walked, Jesus joined
them, communicated with them, comforted them, and reminded them of the teachings he
had given to them. One of the tools that assisted participants in this study to resolve
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problems was the teachings, historical legacy, and wise counsel the founding pastors had
imparted to them (see Table 4.20, p. 168). One member commented, “The death of the
founder was hard, but the transition was easy because she had taught us to pray, trained
us for leadership, and gave us opportunities to serve while she was present.” This church
congregation was prepared to go forward because their foundational teachings gave them
the ability to solve problems.
All churches experience pastoral transition; however, independent AfricanAmerican churches experience unique problems during the pastoral transition process.
The impact of the leadership change on the congregation is sometimes at best an
afterthought and at worst an apathetic attitude. A concern for an independent church
having a founding or long-term pastor arises, if the leadership and decision making have
been primarily pastor centered or pastor driven. The lay leadership or congregation may
have had very limited or no experiences with leadership responsibilities; therefore,
internal leadership may not exist or be prepared to give pastoral leadership to the
members. Some of the participants expressed they learned through the process. Some of
the learning experiences included (1) how to pray through a difficult time, (2) how to
read the Bible more, (3) how to seek God, and (4) how to build closer relationships with
other members of the congregation. Change events and transition experiences helped
respondents effectively to engage their skills in solving problems associated with pastoral
transition.
Well-Versed in Communicating Spiritual Resources
Participants aptly and readily identified and recalled multiple examples of
spiritual resources that were helpful for them during their experience with pastoral
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transition. One of the gifts to humankind is the ability to speak. African-Americans are
verbally articulate as well as demonstratively emotive people. However, sometimes
discussions are not easy, especially when they center on an uncomfortable topic or
situation. Pastoral transitions and change events are sources of difficult or uneasy
discussions. A normal reaction for most people is to try to avoid discussions concerning
situations they would rather not have happened and do not want to address. The
gatherings of congregations provide a venue for communal support where participants
can express their deepest feelings (Mitchell, “Preaching” 152). Although discussion of
difficult topics may not be easy, African-American acculturation has produced a
foundational dependence on God that most persons who have a spiritual relationship or
church connection do not mind talking about their relationship with God or the help they
receive from God in times of crisis or troubling situations.
Spiritual resources are the thoughts, feelings, or action that reflect Godly
influence or Christlike character operating in one’s life. The participants in this study
identified thirty spiritual resources that helped them during the pastoral transition process.
The activities included prayer, reliance on (dependence or confidence in) God, Scripture
reading, exercise of faith in God, relationship with the Lord, trust in God, knowledge that
God is in control, yield or surrender, use of godly wise counsel, knowledge that God has
purpose, spiritual anchors, support of the church family, and counsel from older spiritual
people. The eighty-five focus group participants used sixty-seven different key terms
(e.g., acceptance, fasting, meditating on the Word) to describe how their relationship with
God helped them to handle the transition experience. For example, participants identified
265 spiritual resources that they accessed to help them with their experiences during the
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pastoral transition process. The most frequently used spiritual resources included God’s
intervention and direction, fasting and prayer, and the guidance and counsel of
leadership. Once the respondents had the opportunity to share in the focus group sessions,
the respondents’ answers and participation in the sessions indicated they were well versed
in sharing and expressing their emotions and spiritual responses. Neither the church nor
the leadership had provided venues where they asked members to express their feelings
or share their opinions.
Human emotions and spirits respond to change events. Through spiritual
resources, people who are in relationship with God, sense the presence of God, discern
his involvement, and find answers for questions especially in troubling or crisis
situations. For example, knowing the name of God, “I AM” (Exod. 3:14), gave the
children of Israel what Spangler describes as “privileged access” (11). As God prepared
the children of Israel to transition from the oppressive rule of Pharaoh, God told them
they could access and call on Yahweh, their spiritual resource, in full assurance that he
would answer and help them. Today, this means of connecting with or accessing God is
termed prayer. In the midst of a transitional situation, one of the first and most frequently
used responses identified through the research in this study is prayer. For AfricanAmericans, prayer is a spiritual resource that is a crisis management and conflict
resolution tool (Taylor, Chatters, and Levin 93). Prayer is one coping mechanism these
participants believed gave them access to the presence of their God, who helped them in
the midst of their crisis, comforted their broken hearts, brought understanding to their
troubled minds, and renewed in their wounded spirits.
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Facing life after transition has been a part of the process since Adam and Eve. The
LORD God transitioned Adam and Eve from the Garden of Eden to their new home and
new life outside of Eden. Afterwards, Eve voiced her response to their experience: “She
conceived and bore Cain, saying, ‘I have produced a man with the help of the LORD’”
(Gen. 4:2a). Eve verbally acknowledged the Lord as the source of her help. Another
example of biblical characters facing problems that occur during transition is the story of
when the daughters of Zelophehad approached Moses with the dilemma of their
inheritance of land (Num 27:1-4). Moses did not know what to do, so he sought God
(Num 27:5).
In one of the New Testament illustrations of transition, Jesus joined two disciples
on the road to Emmaus (Luke 24), urged them to tell him what was troubling them, and
allowed them to vent their feelings about their experiences with the transition of their
spiritual leader. Talking with the individuals affected by the transition process is one of
the imperatives that Bridges identifies to leaders who want to master transition (13). Jesus
demonstrated this same principle when he joined his disciples on the road to Emmaus. As
they walked together, Jesus listened to the disciples’ perceptions of the events that caused
their grief then reminded them of their spiritual history and relationship with God (Luke
24:14, 26-27). The disciples had not immediately recognized his person, his presence, his
voice, or his message, yet at the end of the day, they did identify him by the symbol, the
breaking of bread. However, when they reflected on the entire experiences of their day,
Jesus’ talking with them, rehearsing the Scripture to them, and walking with them, their
spirits lifted and their emotions had realigned. Jesus demonstrated that when leaders talk
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to members, members reflect and process their experiences, which brings emotional
healing and spiritual renewal.
According to the literature review in Chapter 2, during one congregation’s
experience with transition, the new pastor found that once he engaged the congregation in
dialogue during meetings with them, members consistently participated in the group
sessions. Members initially were reluctant to share their feelings or tell the pastor what
they thought concerning the transition they had experienced. However, during the
yearlong sessions that he facilitated, they eventually articulated how they felt, shared
what concerned them, and identified the spiritual help they utilized during the process
(Griffin, “Preaching, Part II” 20-26). The participants in this study knew what helped
them individually, but the research showed the insights that participants gained from
talking in a group setting. For example, they learned what spiritual resources others used.
The participants also affirmed that the resources they used were the same as those other
respondents in the group accessed. Their sharing reinforced to the participants what really
helped, or they learned other resources that they could access.
The quantity as well as the depth of responses increased as each participant
answered successive focus group questions. This factor was particularly important
because most of the times that people meet at church, in groups, the pre-set structure and
format limit verbal interaction. While members of African-American congregations are
frequently verbal and emotive in their worship experiences and pastors or worship leaders
welcome such participation, members of churches may not experience the same warmth
or welcoming in participating in church business matters. Although more than half of the
participant responses indicated that they attended business meetings, members of only
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one out of the five churches indicated that they learned of the pastoral transition at a
church meeting. An announcement made even in a public setting such as a worship
service may preclude members from having an opportunity to express their feelings and
have their issues addressed. Therefore, churches need to provide the opportunity and give
guidance that will facilitate members participating in an interactive setting where they
verbalize how they handle change and share what spiritual resources help them.
Opportunity and Experience of Transition
Change and transition are unavoidable experiences. Although they occur in the
lives of individuals, businesses, and churches, the effects of change and the processes of
transition are rarely topics of discussion, especially in the church. The opportunity of
participating in the focus groups gave occasion for members of the congregations of the
five churches in this study to discuss their emotions and spiritual responses to their
experiences with pastoral transition in a safe, structured, and convivial environment. The
transition of the pastor is a topic that many members do not talk about because they often
experience a plethora of mixed emotions, so they suffer in silence. Feeling isolated or
abandoned was the experience of many of the focus group participants as they went
through pastoral transitions. Expressions such as, “I did not know who to talk to”; “we
know the board was meeting, but they didn’t make reports to the church”; “I saw the
pastor’s health declining, but nobody said anything”; “I cried”; “I shared with one of my
spiritual mothers”; and, “the death was hard, but the transition was easy,” were among
the responses that participants shared. Focus group participants were clear and concise in
expressions they used. The respondents also recalled and elaborated on their experiences
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as they illustrated the reasons for their feelings and the impact that pastoral change and
transition had on their lives.
Participants in this study readily shared how they felt about their experiences with
pastoral transition and how it affected them. Some of the respondents were still very
emotive even though months or years had passed since their initiation experience with
transition. As they talked, the sense of loss (White 21), which they felt because of their
experience, was evident. The experience was still unsettling for some and the realization
that talking in the focus group was their first opportunity to share feelings openly and
safely drew tears, smiles, and a sense of relief. Change initiates the process of moving on
and transitioning from one stage, phase, form, or activity to another. Most of the time
people are not cognizant of how routine change is in their daily experiences (O’Brien 22).
For example, a death of a friend or loved one, a decision to relocate, or new assignment
may be a transition event. Helping people to understand that the visibly identifiable
occurrences that they typically experience are the casual indicator that a change has
occurred and the transition process has begun (Bridges 3). Even in churches, change
routinely and visibly occur, such as the physical relocation of church, hours of worship,
the preacher for a particular worship service, the teacher of a Bible study or Sunday
school class, the leader of a song, or an auxiliary. Because change events affect lives
differently, members do not always see these experiences as change events and often
times do not talk about these occurrences or their feelings toward them. The Church is a
living organism; it like any other living organism goes through a cyclical process of
progress, regress, death, and resurrection, which are change events in the transition
process.
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Focus groups are a means of gathering pertinent information from a cross-section
of people within a limited time. “Strength of focus groups comes from the researcher’s
ability to ask the participants themselves for comparisons among their experiences and
views” (Morgan, “Focus Groups” 139). Focus group members are encouraged to
verbalize their opinions, even if a facilitator guides the discussion or questions on specific
topics channel the discussion. Focus group participants in this study comprised a
convenience sample of members from five churches who participated in one group
session, which met for 1½ hours, located at their church. Their answers were in response
to six questions that moved from two general questions, which addressed issues of
change, that generated discussion (“Pearls” 520) and served as precursor to questions
specifically related to pastoral transition. Using focus groups as method of collecting data
also provided a broad selection of participants having varying experiences with transition,
different backgrounds, and multiple levels of spirituality (516). Participants were actively
involved in the discussions as demonstrated in their verbal and nonverbal responses,
which generated a wealth of useful data.
The biblical references presented in Chapter 2 provide a framework for allowing
people to share their feelings within a group setting. The first example is God interacting
with Adam and Eve after they had eaten of the forbidden fruit (Gen. 3). God took the
initiative to confront and question Adam and Eve, allowing them opportunities to respond
to the questions. God spoke with them and reestablished the broken lines of
communication, confronted them about their sin, and let them confess and explain their
reasons for acting as they had in eating the fruit, covering themselves, and hiding from
God. God also informed them of the transition plan that necessitated them leaving Eden
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and living with the duplicity of the influence of God and satanic leadership. Adam and
Eve talked with God and responded as God talked with them.
A second biblical reference incorporated in this study of an example of transition
bringing an opportunity and cathartic experience is Moses’ interaction with the elders and
the children of Israel. God directed Moses to meet with the children of Israel to tell them
the plan for the exodus from Egypt (Exod. 3:15-22). Then God told Moses to talk with
the elders to take them, as a group, with him as he talked to Pharaoh. When the elders and
the children of Israel heard God’s plan of transition for them, they believed after seeing
the miracles Moses performed. They bowed and worshipped God after learning that God
was concerned about them (Exod. 4:29-31). The children of Israel honored God and
believed Moses to be their deliverer. The elders acted in response to their directive and
moved forward with the next phase of the transition process being to approach Pharaoh to
let the people of God go.
The third reference incorporated in this study of an example of transition bringing
an opportunity and cathartic experience is the daughters of Zelophehad, the five sisters
who united and went to Moses to present their case and make their request for their
inheritance of land (Num. 27:1-8). The sisters went before Moses as a group and spoke to
him, the elders, and all the people in an open forum. When Moses did not know the
answer, they waited while he prayed to the LORD. The LORD responded and gave Moses
instruction on how he should handle this specific matter of land allocation and how he
and the children of Israel should proceed in the transition process. The daughters of
Zelophehad had opportunity for leaders to hear their voices, listen to their concerns,
respond to their request, and resolve their issue.
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The biblical examples formed the theological foundation of the need and means
for churches to address leadership transition and issues congregation may incur because
of the change. The findings in this study support that churches need to offer training for
the facilitation of small and large group interaction. The training prepares leaders to hear
and value the input of participants. The sessions the leaders subsequently conduct provide
a means of members expressing concerns, listening, and knowing that leadership hears
them. One way the church may accomplish having transition procedures is through
establishing interactive listening sessions where members may be expressive and emotive
without being judged for their feelings. Although problems may need to be resolved,
problem solving does not have to be the first step in which a group engages. Instead,
incorporating the stages of problem solving, which include gathering facts or sharing
information, can be included in the group process. This process gives members time for
cathartic sharing and reflecting on experiences as they relate to change, other life
transitions, and pastoral transition, specifically. Finally, the church may survey members
periodically to assess change events and transitions that are occurring in their lives and
offer classes in addressing the issues related to handling the transitions that happen
routinely in their personal lives as well as in the life of the church effectively.
Effects of Church Practices
Participants were able to identify the practices that their churches engaged both
before and after the pastoral transition experience and evaluate the effect the practices
had on the congregations where they were members. The church practices engaged
before the transition that the participants identified as being helpful were communication
initiatives, leadership involvement, church polity, and spiritual resources. Participants
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thought verbal or written announcements were effective as means of informing the
members of the congregation that the pastor was transitioning. However, when
communication was infrequent or lacking, members felt uninformed, uncertain, and
questioning as they continued through the transition. The research showed the lack of
effective communication in many instances led to ineffective communication practices
among the members, such as talking among themselves, speculating when they did not
have direct information from their leadership, and gossiping.
Leadership involvement was the second practice that churches engaged that was
sometimes effective and other times ineffective. The respondents believed that the
founder’s leadership in four areas before the transition was very instrumental in the
success or failure of the transition. The practices included the founder (1) announcing the
transition and having a succession plan, (2) being involved in the execution of the plan,
(3) teaching, training, and preparing the leadership and laity for their responsibilities, and
(4) intentionally considering timing as a part of the plan. The founder’s involvement in
the process was crucial to the effectiveness of the transition process. For example, the
respondents in this study thought the founders responsible for appointing competent
supporting leadership and for training and guiding other leaders in executing their
responsibilities. In one church where the members believed the assistant pastor and other
leaders were competent, the transition went smoothly. In two of the other churches, the
respondents thought the incompetence of the assistant pastor and board negatively
affected their experiences. In those two examples, the lack of time for the founder’s
involvement in the process contributed to the unsuccessful transition experiences.
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The practices in church polity before the transition were the third area that
affected successful or unsuccessful transitions. Polity refers to the official policy that
governs the procedures and the people in an organization. The respondents believed that a
written succession plan that included the organizational vision, which was articulated and
executed in a timely manner, so that leaders and members knew the steps to take in the
absence of the founder led to successful transitions. Some respondents also thought that
having a transition team that the founder appointed and who began to serve years before
the transition of the pastor was a good church practice. The weaknesses of this practice
that participants indicated they experienced were that they did not know who the team
members were or the parameters of their responsibilities. The transition team did not
inform them of the timeline of the transition or give updates of the progress of the
transition team’s work. Respondents also believed when the church polity did not provide
for meetings that were open to all church members, then members did not have equal
access to information or opportunities for forums to express their feelings or ask pertinent
questions. Churches failing to have effective practices in church polity contributed to
unsuccessful transitions.
For those churches that had experienced the transition of the founding pastor, the
three areas of leadership, spirituality, and polity were the strengths of the pastoral
process. After the transition of the founder, the respondents thought three essential
practices led to successful pastoral transitions. The first practice was selecting as new
pastor, a person who had the ministry skills, personal qualities, and sensitivity needed for
effective leadership. The second practice that churches engaged that led to successful
pastoral transition was appointing assistant pastors who were prepared and qualified for
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ministry leadership and who listened to God first but were sensitive and available to the
people. The third practice that churches engaged that led to successful pastoral transition
was appointing new pastors who made changes slowly and demonstrated that they were
godly, praying leaders who continued the founder’s legacies. Respondents whose
churches had appointed an unqualified person as the new pastor believed their church had
experienced an unsuccessful transition. For example, in churches wherein the person who
became the pastor was previously an assistant pastor or a person new to the church that
lacked the leadership skills, personality, and training necessary to succeed in the role of
senior pastor, the members thought they were still devoid of pastoral leadership.
The respondents thought that spiritual practices the churches used after the
transition event also led to successful transition experiences, including having a strong
spiritual foundation, anchoring the members in the Word, and having the respondents
accessing spiritual resources such as scriptural reading, praying, studying the Bible, and
worshipping both collectively and individually. The respondents also believed that
accessing and using spiritual resources helped them as well as the church regardless of
whether they felt the transition experience was a success.
The last area of church practices that congregations engaged after the pastoral
transition that led to the experience being successful and unsuccessful was polity. For
example, in one out of the five churches, the founder planning and executing the plan for
succession over time led to a smooth transition. In three instances, the churches
experienced change over time where the reorganization of the leadership structure helped
the members in their transition experiences (Meyerson 3). In the fifth church, the
participants had mixed emotions regarding their experiences because they were currently

Hinson Graham 206
engaged in the pastoral transition process. Respondents thought that church policies that
clarified leadership responsibilities, set parameters for the board’s role, authority, or
responsibilities, and defined timelines were matters of polity that contributed to
successful experiences after the transition event occurred.
In the first interaction with humankind, God took the initiative as their spiritual
leader to instruct, guide, and help Adam and Eve through the transition process (Gen.
3:23-24), illustrating that communication initiatives are imperative during transition
experiences. Although God drove Adam and Eve from the garden, he communicated with
them so they knew the polity that governed their lives. God provided leadership and gave
clear instructions on how they could be productive and positive despite the difficulties
they faced as they transitioned to a new life in a different location. God’s call to Moses
and interaction with him as Moses became the leader of Israel (Exod. 2) is a second
example of effective leadership practices. God communicated with Moses, empowered
him as the leader of the children of Israel, and gave him instructions on how to talk to the
elders and children of Israel as well as to Pharaoh as the children of Israel prepared to
transition from Egypt.
Another example of effective leadership practices that assist people with
transition is the establishment of polity and effective communication skills. The
daughters of Zelophehad (Num. 27:1-8) discussed in Chapter 2 illustrate the importance
of communication as they talked with Moses in order to bring resolution in the property
dispute. Moses, in turn, communicated with God and the people and established the
polity that governed the children of Israel as they transitioned into the Promised Land.
Jesus’ interaction with his disciples is a final example of the significance of
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communication. Especially as Jesus prepared to leave the disciples and return to heaven,
he informed them of his transition, told them what they should do, and talked with them
concerning how they would serve as witnesses, and how the Holy Spirit would lead them
after his departure (John 14-16; Acts 1-2).
As churches prepare for pastoral transition, they should be aware that members
can and desire to share in the processes that contribute to effective transition. Therefore,
churches should provide opportunities for members to discuss what a change in pastoral
leadership means for the church. According to the respondents in this study, succession
planning that is deliberated before the change event occurs that makes the transition
necessary and includes consistent and open communication practices, pastoral and lay
leaders’ involvement in the planning and execution of the plan, and established church
policies that govern and inform the process leads to smoother pastoral transitions. For
example, church policies that clarified leadership responsibilities, set parameters for the
board’s role, authority, or responsibilities, and define timelines were matters of polity that
contributed to successful experiences after the transition event occurred. Finally, the
teaching and training for other pastoral leaders, which prepares them to assume their
responsibilities after the transition of the senior or founding pastor, is important for
effective transition. Equally important is teaching and training for members through Bible
studies or preaching series that increase members’ knowledge and heighten their
awareness of biblical teachings on change and transition, thereby helping the members
and their churches to prepare for the pastoral transition experience.
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Desirable Qualities—Longevity and Loyalty
Longevity, identified through permanence or endurance, and loyalty, evidenced
through devotion, faithfulness, and fidelity, in church membership were instrumental in
participants solving problems. Although participants in this study loved the pastor—their
relationship with the respective pastors endeared the pastors to the participants; however,
the participants felt a greater loyalty to the church than to the person. The influence or
personality of the pastor was the reason why less than half of participants (31.0 percent)
joined the church. The majority of the participants (83.4 percent) indicated that other
factors influenced them joining the church, for example, the Lord’s leading (18.3
percent), the church mission (9.1 percent), spiritual growth (4.6 percent), family
relationships (26.7 percent), spiritual atmosphere (10.4 percent), and size of the church
(.65 percent). The participants in this study evidenced that they continued in membership
because their loyalty was to the church of their current membership even after the
transition of the pastor. The respondents followed the leading of the Lord, continued in
their spiritual growth, connected with family, and received support through those
relationships while the church fulfilled its mission, provided a spiritual atmosphere, and
remained the desired size. They remained faithful in service at their church, felt a
stronger need to stay at the church and work together to help the church as well as each
other through times of crisis such as a pastoral transition.
Transition is a systemic as well as societal reality in that the average American
moves once every five years, according to Goodwin in an interview with Frazier. Moving
and changing church membership is a growing phenomenon in the church world.
However, the participants in this study did not evidence patterning in this practice. The
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data substantiated that they valued continued membership and constant devotion to their
church and pastoral leader. For example, in reviewing the years of membership of the
individual participants, the average years of membership were 10, 26.25, 29.25, and
36.08 in four out of the five churches in this study. Seventy-six out of 102 participants
(65.7 percent) had been a member of a church for ten or more years. The participants did
not frequently move their church membership. For example, out of the 102 participants,
twenty (19.6 percent) had been a member of only one church; twenty-six (25.5 percent)
had been a member of only two churches in their lifetime; and, twenty-three (22.5
percent) had been a member of only three churches in their lifetime. Only sixteen (15.7
percent) of the respondents had been members of four, five, or six churches in their
lifetime. Only one respondent (0.98 percent) had been a member of seven churches
within their lifetime. Having the stability of church membership was important to these
participants.
Although African-American pastors historically have remained tenured in the
churches where they served, for many African-American churches pastoral transitions
occurring more frequently are a part of their present reality. The demographic survey
indicated that sixty out of the 102 participants (58.8 percent) had experienced the
transition of a founding pastor, and seventy out of 102 participants (68.6 percent) had
experienced the transition of a long-term pastor. According to Moss, three characteristics
describe a founding pastor: one who (1) “starts the ministry, (2) has permanence in the
pastoral role, (3) among the persons who are members of the church, eighty percent of
them have arrived since the founding pastor [started the ministry].” Over years of service,
the founding or long-term pastor makes significant investments of time and energy as the
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church develops and as the pastor shares life experiences with the members of the
congregation. The experiences include “salient spiritual events, life transitions, times of
growth, or social involvement” (Rodgerson and Piedmont 518). The relationship of the
members to the pastor usually grows stronger as they share in the development of the
church, work in ministry together, and share in spiritual and life experiences. Sharing in
these experiences connects and endears the pastor to the members. Sharing in these
experiences over time also makes the transition experience more difficult. When the
pastor leaves the position as well as physically leaves the presence of the people, they
experience a great sense of loss (White 21). In the physical absence of the leader or in the
displacement of the pastor’s emotional or spiritual support, members in this study looked
to God. They recognized that they “grew closer to God and matured” (Sande, Schlaeper,
Van Yperen 21) and became more confident, accepting, and used their personal history
and experience with God as a source of help as they endured the transitional process.
Characteristic of the original membership in founded churches is that they were a
small group of people who banned together, usually in prayer. Churches often formed out
of these groups and continued as they had started with prayer being an integral part of
their development. Therefore, in the midst of a transitional situation, one of the first and
most frequently used spiritual responses among African-American church members is
prayer. Prayer is a spiritual resource where members make connection with God and is a
coping mechanism through which members manage their spiritual lives, especially when
they are in a crisis or they are seeking means of emotionally or literally handling a
conflict (Taylor, Chatters, and Levin 93). Activities such as talking with God, seeking
help, or seeking understanding from God became tools that members not only accessed in
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their private as well as corporate spiritual lives, but that they also used more often as they
collaborated with God when they faced and solved problems.
One participant said, “When I was faced with change, I used to depend on myself,
but about ten years ago, I learned to be dependent on God.” Another said, “I knew to stay
prayerful and do what the Scripture said: ‘Be anxious for nothing.’” Several voiced their
acknowledgement that change is a constant in life. They had been around long enough to
know that “change changes.” Finally, participants in this study felt that being a part of a
church over years, having a church family and support, and continuing to get more
strength through their walk with the Lord and fellowship with the church gave them
consolation and resolution to work through the problems associated with the pastoral
transition process.
In the theological framework of this study, the biblical examples also demonstrate
that longevity and loyalty are factors that assist in resolving problems that occur during
the transition process. In the first example of transition, Adam and Eve severely damaged
their relationship with God, but God provided for them to reconcile their relationship
with him (Gen. 3). As they transitioned from the Eden, the Scripture in Genesis 4
indicates that Adam worked and Eve bore sons as they continued life in relationship with
God. Eve affirmed, “With the help of the Lord, I have produced a son” (Gen. 4:1). After
the transition, Adam and Eve became faithful again to God and continued their
relationship with God. In another example, the transition of the children of Israel from the
harsh rule of Pharaoh to the leadership of Moses, who had an eighty-year history with
God and became the deliverer of Israel, reflects the significance of longevity and loyalty
to God. God preserved Moses’ life when he was born under Pharaoh’s edict of death,
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escaped from Egypt after murdering an Egyptian, fled to the land of Midian, and returned
to Egypt to deliver the children of Israel from their affliction. The children of Israel have
a long history with God, were in covenant relationship with God through God’s promise
to Abraham, Isaac, and Jacob (Exod. 3:6), and through the providence of God were in
Egypt (Gen. 41). They lived in Egypt and worked for Pharaoh, but their relational history
caused them to seek help beyond themselves. In the time of their affliction, they asked
God to deliver them (Exod. 2:23). God’s promise of deliverance included freedom from
Egypt and Pharaoh’s rule and provided the means of God’s people reconnecting with
God through worship (Exod. 3:12).
The resolution of the dispute of the inheritance of land is final evidence that
longevity and loyalty help to resolve conflict. The daughters of Zelophehad clearly
articulated their argument of their right of inheritance on the bases of three tenets: (1)
their father’s history and loyalty to God, (2) their father not being one who rebelled
against the Lord, and (3) the decision that their father’s children had no right of
inheritance because he had daughters rather than sons (Num. 27:3). When Moses in turn
took their petition to God, God spoke and confirmed the daughters’ request and directed
Moses to pass the inheritance of their father on to them (Num. 27:7). The daughters were
among those in covenant relationship with God, had survived the forty years of the
wilderness wanderings, and had learned over the years that their loyalty to God and
history with God also provided help when they needed to resolve the conflict over their
inheritance.
The implications of the results of this study demonstrate that the stability of a
relationship with God increases over time and is a source of help when people have
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problems. Churches are a vital link to people establishing and continuing those
relationships. Churches provide environments where people connect to God and others
who can provide support during times of change or crisis. In the midst of the difficulties
that participants faced during times of transition, they continued to perpetuate longevity
in their membership and evidenced loyalty to their church. They did not leave the church
but continued faithful attendance at church worship experiences, Bible studies, and
Sunday school. The participants also remained faithful in giving financial support to the
church, participating in ministry activities, connecting with other members, and working
through the conflicts that resulted from the pastoral transition. These participants’
responses to their experience with pastoral transitions support that when the church
advocates helping members to value church membership, cultivates nurturing and
continuance in their relationship with God, and develops means of members coupling
practical problem-solving skills with spiritual resources, the members will handle change
and transitions more effectively. People must be in a continual relationship with the
church, a relationship that longevity evidences, as well as a committed relationship, a
relationship that loyalty demonstrates, in order for the church to serve as a spiritual
anchor for its members in times of crisis.
Implications of the Findings
Pastoral transition is an inevitable experience in every church. This study has
endeavored to disclose evidence especially for independent African-American churches
with founding pastors of the need for planned pastoral transition. The written and
articulated succession plan that the church develops needs to be a comprehensive one.
The succession plan must address the needs of the pastor during the transition while
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intentionally and directly addressing the feelings, responses, and concerns of members.
One of best ways to generate appropriate congregational response to pastoral transition is
to involve members in the plan and the planning.
This study provides an excellent foundation for expanding the existing body of
knowledge regarding the need to address how members of congregations of AfricanAmerican churches with founding pastors engage their spiritual resources and how they
respond emotionally to the inevitable occurrence of pastoral transition. Respondents in
this study seemed relieved that they had an opportunity to reflect and release their
feelings and were appreciative that their peers as well as the facilitator listened to their
expressions. Their answers to the questions and participation in the focus group sessions
indicated they were well versed in sharing and expressing their emotional and spiritual
responses; however, members of African-American congregations seemed to lack
opportunities and context to have formal, consistent, open, and public input especially as
they experience pastoral transition. If no change occurs, then the findings from this
limited focus may mean that congregations will have very few opportunities to disclose
their feelings in a wholesome, safe, open environment. Providing such opportunities may
lead to successful transitions while not providing such opportunities may lead to
unsuccessful transition experiences continuing in most churches.
This study also provides African-American churches and pastors who may want
to examine a holistic approach to pastoral and congregational transitions with data that
confirms that members’ preparation individually and collectively is important if the
church is to experience successful transitions. Change and transitions happen in every
arena of life throughout life. Incorporating means of the church, the pastor, and the
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congregation to address and process change and transitional events, generally, is
foundational for the leaders and the members to respond appropriately to a specific
transition experience, such as the departing of the pastor.
The experience of pastoral transition is not unique to the African-American
church. However, an increasing number of pastors are becoming founding pastors who
choose to limit or avoid denominational connections. Another implication of this study is
that the need for a comprehensive succession plan is paramount in independent churches
that have founding pastors. What happens in the event of the transition of the founding
pastor is not solely dependent on God’s involvement in the process. The acculturation of
members of African-American churches is one in which discerning and acting in concert
with God’s involvement in their life is foundational. Using spiritual resources and
receiving spiritual guidance are common practices. However, members receiving
guidance from the founder, learning to negotiate the decision-making process while
simultaneously understanding the respective roles and responsibilities of the church, the
pastoral staff and lay leaders, and the congregation may help to facilitate successful
transitions.
A final implication for revising the body of knowledge is addressing what
happens to the church as an operational body and the members of the congregation if a
founding pastor experiences incapacitation or long-term illness rather than death. Death
of a pastor brings a sense of finality, urgency, and the need for closure. Although
members may remain attached emotionally and not want to move forward, the church has
to address the transition because the pastor is no longer physically present. However,
incapacitation or long-term illnesses pose unique issues for members of African-
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American churches. The congregational preparation for transition needs to address the
liminal issues that incapacitation or long-term illnesses create.
Limitations of the Study
This study specifically addressed the spiritual and emotional responses of
members of independent African-American churches to their experiences with pastoral
transition. I particularized this study to address a need that I perceived as existing in the
African-American church; however, I do understand that as people of God in community
with each other, everyone shares the problems and pathos that pastoral transition and
congregational unpreparedness create for any congregation. All data collected and
analyzed came from African-American members of Black churches. The strength of the
ministry exploration research lies in this particularity. By documenting the spiritual and
emotional responses of selected Africa-Americans in five diverse churches, I am
providing examples that others can learn from within their own context. I believe that the
challenges of pastoral transition are not unique to these five churches or to the body of
African-American churches. Therefore, some of the things I learned are transferable to
other churches; nonetheless, the study presented definite limitations.
The demographic survey provided pertinent information regarding identity,
involvement, and experience with pastoral transition. However, I did not ask the degree
of the relationship of the respondents to the founding pastors. The focus group questions
and research questions were multifaceted. While the structure of the questions did not
pose a problem for the respondents and generated a wealth of useful data, the qualitative
demands of the questions generated vast amounts of data from multiple answers within
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each question. Therefore, I had to address a multiplicity of answers when I anticipated
one response from the participants to each question.
As I began to analyze and interpret the data, the differences in the responses for
two of the questions, RSQs 2 and 3, appeared nebulous. In evaluating the answers
participants generated in response to the ways they expressed their spiritual and
emotional responses, I could have addressed the frequency of their emotional and
spiritual responses. The answers participants shared in FGQs 3 and 5 provided the data to
address both research questions. Therefore, three research questions may have sufficed.
Also, as I began to prepare transcripts of the focus group sessions, I realized that
had I structured the way that I recorded participants’ responses in my field notes so that
the respondents in the focus group were identified with their responses the notes would
have been more efficient. For example, I could have determined if membership history or
participation influenced the thoughts or beliefs concerning the pastoral transition.
Assigning a number to each respondent then correlating the same number to the
demographic surveys, problem-solving scale, focus group responses, and nonverbal
behaviors would have created a format so that data generated on each instrument would
reference the respondent. In this way, I could have evaluated if a correlation existed
between participants’ belief about the successfulness or unsuccessful of the transition
process and their skill levels in problem-solving or decision making. Additionally,
because of the research design and time restraints of this study, an allocation of time for
debriefing or follow-up with participants after the study was beyond the scope of the
study.
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Because participants in the focus group sessions responded to questions they were
seeing for the first time, I relied on their ability to recall and self-report on their memory
of their experiences with pastoral transition. Relying on their perception of what
happened and the probability of fading memory may have affected the results gleamed
from this study. Many of the respondents were participating in a focus group for the first
time. This being a first time experience for them and not having time to think about their
answers beforehand could have been intimidating for some. Also asking the participants
to respond public to questions about their personal feelings concerning spiritual matters
and church business may have prohibited some persons from being completely open and
honest. Because one church was in the process of their pastoral transition, this study itself
(e.g., focus groups allowing them to express feelings) may have confounded the results,
making the participants feel better about the process as they discussed how they felt.
Finally, I did not anticipate equipment failures or a videographer not being
available, respondents who did not show up for focus group sessions or did not return the
survey or problem-solving scale or did not provide all requested information, pastors who
would not allow their churches to participate in this study, or persons who attempted to
dominate focus group discussions. I adapted and these incidences did not impede this
study. However, anticipating what may go wrong, especially in focus group sessions and
in data collection are essential for a successful ministry exploration executed within a
reasonable timeframe.
Unexpected Observations
Pastors transition for many reasons. Among the five churches in this study, two
experienced transitions because of the illness and death of the pastor. Two experienced
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transitions because of an incapacitation but not death of the pastor. One church was
experiencing the transition process during the course of this study. The reason for the
pastoral transition affected members’ responses. The participants disclosed additional and
varied feelings depending on the reason the pastoral transition occurred.
In addition, as I began to prepare transcripts of the focus group sessions, I realized
that restructuring the way that I recorded participants’ focus group responses in my field
notes so that the notes identified the responders with their responses would be useful.
One means of tracking the responders’ answers is through assigning a number to each
participant. Furthermore, correlating the same number to the demographic surveys,
problem-solving scale, focus group responses, and nonverbal behaviors would create a
format so that data generated on each instrument would reference the respondent.
In the process of analyzing the data that I collected through the focus group
sessions, I realized that the volume of nonverbal responses participants generated as they
recalled spiritual resources they accessed and expressed their feelings in response to their
experiences with pastoral transition were noteworthy. I also became aware that questions
to which respondents replied on the demographic survey that addressed members’
involvement also reflected ways that members demonstrate their reactions or
receptiveness to experiences in the life of their church. Further study into what members
may convey through what they do not say and demonstrate through their nonverbal
behaviors may provide helpful insights to African-American churches.
A final unexpected observation of this study was the role and responsibilities of
the assistant or associate pastors in the pastoral transition process. Respondents in this
study had strong feelings in relationship to the person who served along with and, in
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some cases, succeeded the founding pastors. Participant responses indicated the need to
clarify the distinction between assistant and associate pastors, redress their qualifications
for serving, and make clear the role and responsibilities they assume in the AfricanAmerican church, especially as they serve in churches having founding or long-term
pastors.
Recommendations
Change events happen in the life of every individual, group, and organization,
including the church and its members. Because change is inevitable, learning to transition
well is essential. Another study could focus on the transition processes that occur most
frequently in the church and what measures are in place to facilitate those changes.
Bridges’ transition theory and Mead’s work on the effect of pastoral change on the
congregation could serve as the bases of the study. Developing curriculum and offering
training programs and classes that assist churches, pastors, and members to understand
transition as a process and facilitate the utilization of their learning experiences in
negotiating transitions that occur in the ordinary experiences of their lives, can help
congregations and pastors. The desired outcome is that churches are better equipped and
the transition of pastors will be a positive experience, especially for members of AfricanAmerican congregations.
Another study may investigate the use of biblical change events, loss, and
transitions as bases for preaching and teaching in the African-American church. Pastors
may already preach messages and churches may already offer classes. Collecting and
synthesizing the messages and course offerings and then developing focus group
questions and providing opportunities for members of congregations to learn how
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effectively to handle change events could be another source of further study. Another
study that may be beneficial to African-American congregations is the significance of
nonverbal behaviors as a means of members communicating their satisfaction or
dissatisfaction with church practices.
Finally, seminary education should equip persons preparing to enter ministry and
those active in ministry to exit from the ministry as well as enter the ministry. A seminary
course, retreat sessions, or conference workshops would be excellent opportunities to
increase pastors’ and other seminarians’ understanding of transitioning, leaving well, and
succession planning. A final study that may be especially beneficial for persons in the
ministry is developing effective relationships among senior pastors, assistant and
associate pastors, and ministers and preparing them for the responsibilities of senior
leadership.
Postscript
The genesis for this study was an event that happened more than fifty years ago—
my first experience with pastoral transition. Little did I realize the impact this event and
the difference it would make in my life. For thirty years, I actively served in the
ministries of two churches. Leaving each of the churches was a painful experience.
Twenty-nine years ago, I answered the call to ministry. Since then, I have served two
congregations in pastoral ministry. The transitions that I have experienced and witnessed
over the years have helped to develop the passion I have for enabling churches, especially
the African-American church, to become more effective in addressing the impact and
effect of transition on congregations and their leaders.
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I am so very thankful to God that he has shown me what is required of me. God
has shown me the need to effect better transition processes for churches engaged in
pastoral transitions for the benefit of the churches, the transitioning pastor, and the
members. Therefore, the continued evolving of my ministry will be to submit to the Holy
Spirit and follow his leading and to be an agent of change who makes a positive
difference in the life of the church. God was the first spiritual leader of the first transition.
He is faithful and he still leads. My prayer is that every transition experience will
positively affect each member of the congregation so that the reflection of the experience
brings a smile to every heart and the journey through the experience is profitable towards
making each person a better member of the church family. In so journeying, the members
of the body of Christ will all work together to bring glory to the kingdom of God and
serve as effective witnesses even through the times of change and the difficulties of
transition.
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APPENDIX A
DATA COLLECTION INSTRUMENTS
CHG DISSERTATION DEMOGRAPHIC DATA INSTRUMENT
Directions: Please complete the survey by shading the appropriate box or writing legibly,
filling in the blank for your answer to each question.
1. Age Range

□ 15-19 □ 20-30 □ 31- 44 □ 45- 64 □ 65 and above

2. Gender

□ Female

3. Ethnicity

□ Asian
□ White

□ Male
□ Black or African-American □ Hispanic
□ Other ______________

Prior Church Membership Experience
4. Indicate the number of churches you have had active membership in your
lifetime. __
a. In Orlando, FL ___ b. In Florida, but not in Orlando?____
5. Indicate the number of years you have been an active member of another
church. ___
Present Church Membership
6. What is the name of the church where you are currently a member?
_______________________________________________________________
a. How many years have you been a member of this church? ____
b. Why did you join this church? ___________________________________
_______________________________________________________________
7. If four Sundays are in a month, what is your customary worship service
attendance practice?
□ 4 of 4

□ 3 of 4

□ 2 of 4

8. In a typical week, do you attend Bible Study?

□ 1of 4

□ 0 of 4
□ yes □ no
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9. In a typical week, do you attend Sunday School?
10.

□ yes □ no

Which one of these terms best describes your participation at the church
where you are presently a member?
□ Involved □ Very involved □ Somewhat involved □ Not involved

11.

In how many ministries (auxiliaries, boards, departments) of the church are
you a participant?
□ 5 or more

12.

□ Frequent

15.

□0

□ Occasional □ Rare □ Not a Giver

How do you describe your primary means of financially supporting the
church?
□ Tither (10% of gross income)

14.

□ 1-2

How do you describe your financial support to the church?
□ Regular

13.

□ 3-4

□ Giver other than tithing

What was the range of your annual contribution for 2009?
□ $100 - $499 □ $1100 -$1499

□ $2500 - $3500 □ $5,000 - $10,000

□ $500 - $1000 □ $1500 -$2499

□ $3501 - $4999 □ $10,001 or above

Is your practice to attend church business meetings or annual conference?
□ yes

□ no

Pastoral Transition referred to the specific event that initiated the leaving or loss of
the senior pastor or long-term pastor from pastoral leadership responsibilities and the
role of pastor of a church. (i.e., transferring to another assignment, leaving the
ministry by the pastor’s choice, retirement, submission to disciplinary action, longterm illness, terminal illness, incapacitation, forced retirement, forced disciplinary
action or death).

16.

Have you experienced the transition of a founding pastor (actual or pending)?
□ yes

17.

□ no

Have you experienced the transition (actual or pending) of a long-term pastor?
(A long-term pastor has served for twelve or more years.)
□ yes

□ no
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RELIGIOUS PROBLEM-SOLVING SCALE
Directions: Presented below are several statements concerning the role of religion in dealing with problems. Please: (a)
READ each statement carefully, (b) THINK about how often the statements apply to you, (c) DECIDE whether each
statement is true of you: (1) never; (2) occasionally; (3) fairly often; (4) very often; (5) always. DRAW A CIRCLE
around one of the five numbers to indicate how often the statement applies to you.

1.

[C]

2. [SD]
3. [D]

4.

[C]

5. [D]

6. [SD]
7. [SD]
8. [D]
9. [C]
10. [SD]
11. [C]
12. [C]

13. [D]
14. [SD]
15. [D]
16. [SD]

17. [C]
18. [SD]

When it comes to deciding how to solve a
problem, God and I work together as partners.
After I’ve gone through a rough time, I try to
make sense of it without relying on God.
Rather than trying to come up with the right
solution to a problem myself, I let God
decide how to deal with it.
When I have a problem, I talk to God about
it and together we decide on what it means.
In carrying out the solutions to my problems,
I wait on God to take control and know
somehow he will work it out.
I act to solve my problems without God’s help.
When faced with trouble, I deal with my
feelings without God’s help.
When a situation makes me anxious, I wait
for God to take those feelings away.
When considering a difficult situation, God
and I work together to think of possible solutions.
When I have difficulty, I decide what it means
by myself without God help from God.
After solving the problem, I work with God to
make sense of it.
Together, God and I put my plans into actions.
I do not think about different solutions to my
problems because God provides them for me.
When deciding on a solution, I make a choice
independent of God’s input.
I don’t spend much time thinking about troubles
I’ve had: God makes sense of them for me.
When I feel nervous or anxious about a problem,
I work together with God to find a way to relieve
my worries.
When a troublesome issue arises, I leave it up
to God to decide what it means for me.
When thinking about a difficulty, I try to come up
with possible solutions without God’s help.
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Reprinted and used by permission of the designer. Permission granted March 24, 2009. For research purposes only.
Source: Pargament, Kennel, Hathaway, Grevengoed, Newman, and Jones 349-50.
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CHG EMOTIONAL AND SPIRITUAL RESPONSES QUESTIONAIRE
FOCUS GROUP SESSIONS
1. When faced with change in your personal life, what words describe how you
feel?

2. What has helped you to handle change in your personal life?

3. How did you first learn of the transition of the pastor and how did it make you
feel?

4. In what ways do you feel the church leadership provided guidance in preparing
the congregation for the pastoral transition?

5. What were the strengths and/or weaknesses of the pastoral transition process
and what effect did the process have on the church?

6. What spiritual resources did you use to assist you during the transition of the
pastor?
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APPENDIX B
COVER LETTER—REQUEST FOR EXPERT REVIEW
Pastor Cynthia Hinson Graham
Doctoral Candidate/Beeson Fellow
Asbury Theological Seminary
Wilmore, Kentucky 40390
Expert Reviewer’s Name
Expert Reviewer’s Title
Expert reviewer’s Address
City, state, zip code

Local address:
3687 Zuma Way
Orlando, FL 32839-6459

Dear Expert Reviewer:
I am a Doctor of Ministry student at Asbury Theological Seminary. The topic of my dissertation is: “A
Study of the Significant Indicators of Spiritual and Emotional Responses of African-American
Congregations to the Transition of the Founding or Long-Term Senior Pastor.” The purpose of this study
is to identify how members of selected African-American churches in Central Florida have responded
emotionally and spiritually to the loss or impending transition of a founding or long-term pastor.
My Dissertation Committee has approved my research questions. They are:
1) What were the spiritual and emotional responses of members of African-American churches
with founding or long-term pastors during pastoral transition?
2) In what ways were members of African-American churches with founding or long-term pastors
able to express their emotional and spiritual responses to pastoral transitions?
3) What were the most significant identifiers of the emotional and spiritual attitudes and responses
of members of African-American churches having founding or long-term pastors during pastoral
transition?
4) What were the practices that churches engaged before and after the pastoral transition to help
congregants to navigate the process that led to successful or unsuccessful transitions?
However, as a part of my dissertation-project, I am using two researcher-designed instruments to collect
data. The first is a CHG Demographic Data Instrument. The other is CHG Emotional and Spiritual
Responses Focus Group Questions that I will use in conducting focus groups—two at my local church
and three at churches in the Central Florida area. Prior to using the demographic survey and focus group
questions, I am in need of an expert review. I am asking you to serve as one of my reviewers.
I have included a copy of the abstract of my dissertation proposal. Please evaluate the attached two
documents using the evaluation forms included. You are certainly free to share any narrative that you wish.
Please return the evaluation to me in the enclosed envelope by November 23, 2009. Thank you in advance
for your assistance.

Sincerely,

Cynthia Hinson Graham
Beeson Fellow 2008
Asbury Theological Seminary
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EXPERT REVIEW—EVALUATION FORM I
CHG DISSERTATION DEMOGRAPHIC DATA INSTRUMENT
Question
#
1

Needed

Not
Needed

Clear

Unclear

Page 1 of 2

Suggestion(s) to clarify

2
3
4
5
6
7
8
9
10
11
12
13
14
15
16
17
18
19
20
21

Review Completed by______________________________________________
Signature_______________________________ Date Completed___________
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EXPERT REVIEW—EVALUATION FORM II
CHG EMOTIONAL AND SPIRITUAL FOCUS GROUP QUESTIONS

1. When faced with change, how do you feel?
Evaluation of Question #1
1. ___ Needed
a. __ Clear
2. ___ Not needed

Suggestions to clarify:

b. __ Unclear

2. What has helped you to handle “change” in the past?
Evaluation of Question #2
1. ___ Needed
a. __ Clear
2. ___Not needed

Suggestions to clarify:

b. __ Unclear

3. How did you first learn of the transition of the pastor and how did you feel
when you heard about the transition?
Evaluation of Question #3
1. ___ Needed
a. __ Clear
2. ___Not needed

Suggestions to clarify:

b. __ Unclear

Review Completed by _______________________________________________
Signature______________________________ Date Completed______________
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Expert Review
CHG EMOTIONAL AND SPIRITUAL RESPONSES FOCUS GROUP
QUESTIONS
4. What steps, if any, did the church leadership take in order to prepare the
congregation for the transition of the founding or long-term pastor?
Evaluation of Question #4
1. ___ Needed

a. __ Clear

2. ___Not needed

b. __ Unclear

Suggestions to clarify:

5. What were positive and/or negative aspects of the pastoral transition
experience?
Evaluation of Question #5
1. ___ Needed

a. __ Clear

2. ___Not needed

b. __ Unclear

Suggestions to clarify:

6. What spiritual resources did you use to assist you during the transition of the pastor?
Evaluation of Question #6
1. ___ Needed

a. __ Clear

2. ___Not needed

b. __ Unclear

Suggestions to clarify:

Questions you recommend that I did not ask that I needed to have asked.
____________________________________________________________________
Review Completed by __________________________________________________
Signature______________________________ Date Completed_________________
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APPENDIX C
LETTER OF INFORMED CONSENT FORM—PASTOR OF (CHURCH NAME)
Date______________________________________
Dear ______________________________________

I am a Doctor of Ministry student at Asbury Theological Seminary. I am conducting
research on the topic of understanding significant indicators of the emotional and spiritual
responses of members of congregations of independent African-American churches in
Central Florida who have founding or long-term pastors who have or are experiencing
pastoral transition. I would like to survey __ people from the congregation from the
_____ Church to participate in a survey, problem-solving scale, and focus group. You
have volunteered or been researcher selected as one invited to assist in this study.
Since personal emotional and spiritual responses can be a sensitive issue, I want to assure
that your responses will be kept confidential. I do not want to jeopardize your
relationship to the church, so I will not ask for your name on the survey. The data will be
collected using a code and all of the surveys will be collated to give a blended view rather
than the identity of any one person.
I believe that congregational preparation for the transition of the founding or long-term
pastor is an important element in the well-being of any church and I believe that the
findings from this survey and questionnaire will allow me to assist congregations as they
prepare for the pastoral transition process. My hope is that churches around the country
will be helped because you and others like you have taken the time to participate. Once
the research is completed in approximately three months, I will destroy the individual
surveys and keep anonymous data electronically for an indefinite period of time, at least
until my dissertation is written and approved.
Please know that you can refuse to respond to any or all of the questions on the survey. I
realize that your participation is entirely voluntary and appreciate your willingness to
consider being a part of the study. Feel free to call or write me at anytime if you need any
more information. My telephone number is 407-294-0078 and my e-mail address is
cynthia.hinsongraham@asburyseminary.edu.
If you are willing to assist me in this study, please sign and date this letter below to
indicate your voluntary participation. Thank you for your help.

Sincerely,

Cynthia Hinson Graham
Beeson Pastor 2008
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APPENDIX D
PASTOR’S APPROVAL FORM
Consent Form—Pastor
Date
Pastor’s Name
Pastor’s Title
Church Name
Church Address
City, State Zip Code

I hereby give my permission for the Name of Church to participate in the research study
which Cynthia Hinson Graham, Beeson Pastor 2008, Asbury Seminary, DMin. Program,
is conducting as a part of the dissertation requirements as outlined on page one of this
letter and so indicate my approval by affixing my signature below.
Your signature _________________________________________ Date_____________
Please print your name____________________________________________________
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APPENDIX E
LETTER OF INFORMED CONSENT FORM—MEMBERS (CHURCH NAME)
Pastor Cynthia Hinson Graham
Doctoral Candidate/ Beeson Fellow
Asbury Theological Seminary
Wilmore, KY 40390

Local Address: 3687 Zuma Way
Orlando, FL 32839-6459

Date
Dear ______________________________________:
I am a Doctor of Ministry student at Asbury Theological Seminary who is conducting research on the
topic of understanding significant indicators of the emotional and spiritual responses of members of
independent African-American churches in Central Florida who have founding or long-term pastors
and have experienced, or are experiencing pastoral transition. I am randomly selecting twenty people
from the congregation of the (Name of Church), to complete a survey and problem-solving scale, and
participate in a focus group session. By completing a registration card, you are volunteering to be in
the selection pool.
I believe that congregational preparation for the transition of the founding or long-term pastor is an
important element in the well-being of any church and I believe that the findings from this survey and
questionnaire will allow me to assist congregations as they prepare for the pastoral transition process.
My hope is that churches from around the country are helped because you and others like you have
taken the time to participate. Once the research is completed in approximately nine months, I will
destroy the individual data collection instruments and keep anonymous data electronically for an
indefinite period, at least until my dissertation is written and approved.
Since personal emotional and spiritual responses can be a sensitive issue, I want to assure you that
your responses will be kept confidential. I do not want to jeopardize your relationship to the church, so
I will not ask for your name on the survey or problem solving scale. The data will be collected
anonymously and all of the survey, problem-solving scale, and focus group responses will be collated
to give a blended view rather than the identity of any one person.
Please know that you can refuse to respond to any or all of the questions on the instruments. I realize
that your participation is entirely voluntary and appreciate your willingness to consider being a part of
the study. Feel free to call or write me at anytime if you need any more information. My telephone
number is (321) 299-3562 and my e-mail address is cynthia.hinsongraham@asburyseminary.edu.
If you are willing to assist me in this study, please sign and date this letter below to indicate your
voluntary participation. Thank you for your help.
Sincerely,
Cynthia Hinson Graham
Beeson Pastor 2008
I volunteer to participate in the study described above and so indicate by my signature below. Any
participant eighteen or younger requires the signature of a parent also.
Your/Parent signature _____________________________________ Date_____________________
Please print your/parent’s name_______________________________________________________
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APPENDIX F
DOCUMENTS FOR FOCUS GROUP RECRUITMENT PARTICIPATION
FOCUS GROUP REGISTRATION FORM
Reverend Cynthia Hinson Graham is facilitating ____Focus Group Sessions across four
generations at the ______________________________________, located at _______________
_____________ in ________________________, FL. The purpose the Focus Group Session is
1) To collect data for research study as a part of the requirements for the Doctor of Ministry
Degree at Asbury Theological Seminary, Wilmore, KY.
2) To assess members’ spiritual and emotional responses to change and pastoral transition.
Participant groups of six to ten persons will meet for one session on one of the selected dates.
Each session will last for one and one half hours. Each session will be audio and or video
recorded. By completing this form, you are volunteering as a possible participant. Each person
will receive written or personal notification of selection, date, and time of session.

****************Tear off here and place the card in the box in the foyer. ***********
RESEARCH PARTICIPANT REGISTRATION CARD
Research conducted by Reverend Cynthia Hinson Graham, Beeson Pastor
In partial fulfillment of course requirements for the DMin Degree
Asbury Theological Seminary, Wilmore, KY

PLEASE PRINT.
NAME __________________________________________________________________
Address_________________________________________________________________
City _________________________________ State______ Zip Code _____________
E-MAIL ________________________________________________________________
Phone (Home) __________________________ Cell___________________________
Age Range

□ 65 or above

□ 45 – 64

□ 20 – 44

□ 15 – 19

I am available to participate in a focus group. [Please mark your 1st choice and 2nd choice.]:

__ Date ________________

__ Time

__ Date ________________

__ Time
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LETTER OF NOTIFICATION—RESEARCH PARTICIPANTS
Pastor Cynthia Hinson Graham
Doctoral Candidate/ Beeson Fellow
Asbury Theological Seminary
Wilmore, KY 40390

Local Address: 3687 Zuma Way
Orlando, FL 32839-6459

Date ______________________

Dear Research Project Participant:
Thank you so much for registering as a participate in the research project for my
doctoral studies on the spiritual and emotional responses of members to the transition of a founding or
long-term pastor.
In the first phase of this study, I need you to take part in four ways. In the envelope that you received this
Letter of Notification, you also found a Letter of Informed
Consent and two data collection instruments:
1.

Please read and sign the Letter of Informed Consent. (Ivory Sheet)

2.

Please respond to the seventeen items on the Demographic Data Instrument.
(front and back) [Salmon-colored sheet]

3.

Please respond to the seventeen items in the Religious Problem-Solving Scale.
(White Sheet)

4.

Please sign the Consent for Audio/Video Recording of the Focus Session.

5.

Place the items in the envelope in which you received these correspondences
and return the envelope to me when you come to participate in the focus group
or mail them in the self-addressed stamped envelope.

The Focus Group Session is the sixth and final step in your participation. Please note the time
you signed up for on the bright green slip.
We will begin promptly at (time ____). If a time schedule conflict occurs, you may
switch time of the session attendance; however, (date) is the only date that we have
scheduled for the focus group session.
Thank you again for your valuable contribution to this phase of my dissertation project.

Sincerely,

Cynthia Hinson Graham
Beeson Pastor 2008
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CHG FOCUS GROUP AUDIO/VIDEO PARTICIPANT’S RELEASE FORM
I hereby give permission for Reverend Cynthia Hinson Graham or her representative to
make a video and/or audio recording of the focus group session in which I am a
participant. Sessions are for research purposes only. The research findings will not report
individual participant’s responses.
Signature ________________________________
Date____________________________________
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CHG FOCUS GROUP SIGN-IN SHEET
Research conducted by Reverend Cynthia Hinson Graham in partial fulfillment of
course requirements for the DMin Degree Asbury Theological Seminary,
Wilmore, KY
Session #

___

Date __________________

Name of Church____________________________________________________
Address___________________________________________________________
City, State Zip_____________________________________________________
Date ______________________________________Time:_____ - _______
I am voluntarily participating in Emotional and Spiritual Responses Focus Group.
Name

Last

First

MI

1. ___________________________________________
2. ___________________________________________
3. ___________________________________________
4. ___________________________________________
5. ___________________________________________
6. ___________________________________________
7. ___________________________________________
8. ___________________________________________
9. ___________________________________________
10. ___________________________________________
11. ___________________________________________
12. ___________________________________________
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APPENDIX G
CHG SPIRITUAL AND EMOTIONAL RESPONSES TRANSCRIPT MATRIX
Name of Church _______________ Number of Participants ___
Question
1
Response 1

Response 2

Response 3

Response 4

Response 5

Response 6

Response 7

Response 8

Response 9

Response 10

Response 11

Response 12

Question
2

Question
3

Question
4

Question
5

Date________
Question
6
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APPENDIX H
DATA COLLECTED IN FOCUS GROUPS
FGQ 1—MOST FREQUENTLY USED EMOTIONAL RESPONSES

CHURCH A

CHURCH B

CHURCH C

CHURCH D

CHURCH E

Term

n

Term

n

Term

n

Term

n

Term

n

Anxious

10

Ambivalent

7

Anxious

7

Anticipation

3

Ambivalent

3

Ambivalent

8

Anxious

4

Ambivalent

3

Adjustment

2

Questioning

2

Anticipation

8

Wondering

3

Anticipation

2

Questioning

2

Wondering

2

Excitement

8

Apprehens’n

3

Excitement

2

Excitement

1

Apprehens’n

1

Questioning

7

Happiness

3

Questioning

1

Adapt

1

Accepting

1

Negative

6

Good

3

Negative

1

Comfortable

1

Happiness

1

Apprehens’n

5

Sad

3

Apprehens’n

1

Displaced

1

Don’t like

1

1

Mixed
feelings
Open/
Optimistic
Concerned

1

1

Resistant

1

1

Reluctant

1

1

Affect
(question)

1

Expectation

1

2

Fearful,
scared
Uncertain/
Uncertainty
Challenged

1

Concerned

1

Joy

2

Accepting

4

Don’t like

2

Expectation

4

Affect
(question)

2

5

Fearful,
scared
Uncertain/
Uncertainty
Challenged

Accepting

5

Expectation

Fearful,
scared
Uncertain/
Uncertainty
Challenged

5

5

3

1

1

1

Believe in
change
Must be
purposeful
Hard to answer

1

Wondering

1

Handle well

1

3

Opportunity

1

1

Concerned

3

Concerned

1

Adjustment
Confident

3
3

Adjustment
Confident

1
1

Embracing
Important to
process steps
Overwhelmed
Unfeeling
Makes a
difference
what type of
change

Mixed
feelings
Open/
Optimistic
Positive

3

Opportunity

Mixed feelings
Open/
Optimistic
Positive
Wondering

2

4

2

4

2

1
1

1
1

1
1
1
1
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FGQ 5—INDICATORS OF EFFECTS AFTER THE TRANSITION PROCESS

Congregational Issues

Communication

Adapting took a while: two to three years

Talking, gossiping, rumors spreading

Apathy

Members did not know who to talk to

Attention diverted to over interest

Uninformed

Bad feelings
Confusion: people did not understand
Did not have relationship with new pastor
Learning through the process
Let the new pastor(former assistant), “pastor”
Members
Did not have a relationship with new
pastor
-nervous
-supported
-resentment
Had divided loyalties
Left the church
Rebelled: did not give new pastor a
chance
Sought wrong counsel
Visited other churches
Were concerned for impact on the
assistant pastor

Questioning: Am I helping/contributing
Who will remain at the
church?
What are we going to do?
People scared, fearful
Personal hurts
Uncertain what to do
Unsupported
Upset

Leadership
Assistant pastor
Negative impact on
Was uncertain
Insensitive to members’ feelings
New pastor
Did not empathize with the
congregation
Did not/could not exemplify quality
leadership
Did not have a relationship with
congregation
Did not get to know congregation
Polity
Conflict minimized, not allowed to
surface
Confusion on who leaders should be
Members
-Felt left out of the process/did not
have a choice in who the new
pastor was
-Felt powerless
Process had negative effect
Process left a sour taste in people’s
mouths
Smooth transition/positive experience
Unable to determine the strengths/
weaknesses
Weaknesses minimized by strengths
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FGQ 6—INDICATORS OF SPIRITUAL RESOURCES
Acceptance

Positive attitude

Annual leadership retreat

Prayer (lots of ) and praying with partners (2)

Attending meetings

Praying for church and church leadership

Bible institute

Preached word

Celebrating/commemorating past leader

Principles of spiritual obedience

Changed perspective

Reading books/articles

Church history

Reconnection w/church/church family

Church vision (redressing)

Reconnection w/God

Commitment to the ministry

Relying/dependence on/trust in God

Commitment to support the work of new pastor

Remaining committed to assignment

Community fasting

Remaining committed to church

Community prayer

Resolve to stay (no matter what)

Confidence all will work out

Resolving interpersonal conflicts

Corporate/intercessory prayer

Scripture reading

Fasting (lots)

Seeking answers to questions

Fellowship

Seeking, praising, and worshipping God (3)

Focusing on God

Spiritual counsel

Have not used any

Spiritual leaders (presence)

Having a gift I could contribute

Spiritual leaders communicating

Holy Spirit speaking

Spiritual training

Increased knowledge of the Word

Strengthening personal prayer life

Increased participation in church/working in
ministries (2)

Studying: the Word

Leading of the Lord

Support system: church family

Listening sessions

Support system: friends/relationships

Love

Teaching from the Lord

Meditating/relying on the Word

Teaching ministry/Sunday school

Participation on transition team

Visiting other churches

Pastoral guidance

Waiting on God

Patience

Walking by faith

Personal responsibilities

Wisdom of church mothers

Personal spiritual relationship

Working through issues
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MOST FREQUENTLY DEMONSTRATED NONVERBAL BEHAVIORS
Gesturing with both hands

Eyes closed

Smiling

Eyes stretched

Nodding head as in agreement w/peer’s response

Finger counting

Hand motions

Flat affect

Leaning forward

Foot circle

Arms folded in lap

Frowning

Eye contact

Gazing Upward

Frustrated

Grabbing, grasping chair

Nodding head

Hands clasped on chest

Arms crossed in front-over the chest

Hands clasped on left

Eye contact -minimal

Hands clasped in lap

Holding a pen in both hands

Hands outstretched

Left room

Hands separated

Looking down and away

Hands to side

Looking down—as unsure

Head motions

Nodding the head as if in agreement with the speaker

Laughing nervously

Rolling hands

Leaning back

Affect frustration during #1’s answer

Legs crossed

Agitated hand motions

Looking back n forth

Arms crossed in her lap

Looking out of window

Arms in sleeve

Palm on chest

Avoiding eye contact

Right hand rubbing left forearm

Calming

Rubbing mouth

Crying as peer(s) respond

Rubbing shoulder

Defensive

Sat back

Emphatic motions

Serious expression

Eye contact with peers

Supportive

Eye contact-intermittent

Touching chest

Eye contact- limited

Worried strained facial expression
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APPENDIX I
CORRESPONDENCE WITH DR. KENNETH I. PARGAMENT

Thank you.
Cynthia Hinson Graham
202 North Maple Street #4
Wilmore, KY 40390-1188
----- Original Message ----From: “Kenneth I Pargament” <kpargam@bgsu.edu>
To: “Cynthia Hinson Graham” <cynthia.hinsongraham@asburyseminary.edu>
Sent: Wednesday, March 25, 2009 12:28:32 PM GMT -05:00 US/Canada Eastern
Subject: RE: Religious Problem-Solving Scale
Hi Cynthia:
If you send me your mailing address, I’ll put a manual in the mail to you.
Best,
Ken

From: Cynthia Hinson Graham [mailto:cynthia.hinsongraham@asburyseminary.edu]
Sent: Wednesday, March 25, 2009 12:23 PM
To: Kenneth I Pargament
Subject: Religious Problem-Solving Scale

Dr. Pargament,
Thank you for returning my call. I am Cynthia Hinson Graham, a doctoral student at
Asbury Seminary in Wilmore, KY. The emphasis of my dissertation is assessing the
emotional and spiritual response of members of the congregation to pastoral transition as
indicators of the need for congregational preparation in light of pastoral transition of
founding or long-term pastors.
I, therefore, need permission to use and means of accessing the Religious ProblemSolving Scale. I will be using the instrument with an African-American population of
approximately 150 at the New Covenant Baptist Church in Orlando, Florida and five
other churches in the Central and North Florida. .
I appreciate your assistance.
Cynthia Hinson Graham
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